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CHAPTER 55 


DEARNESS ALLOWANCE 


1. The system of dearness allowance which origi¬ 
nated during the Second World War as a temporary 
protection against the fall in real wages during a 
period of rising prices now appears to be a part of 
the regular wage structure in the different sectors of 
organised employment in India. Apart from the 
Central Government employees, the employees of the 
various State Governments are also given a compensa¬ 
tion in the form of dearness allowance either at the 
same rates as applicable to the Central Government 
employees or with some variations. In a large num¬ 
ber of public sector undertakings the dearness allow¬ 
ance is a separate component of the pay packet. The 
general approach of the various wage boards has also 
been to recommend a formula linking payment of the 
dearness allowance with the movement of the con¬ 
sumer price index. According to an estimate, re¬ 
ferred to by the National Commission on Labour, 
nearly 2/3rd of the industrial working force in the 
organised sectors is now being compensated on this 
basis. The position is, however, different in other 
countries. The information available with us shows 
that no other country in the world (except Ceylon and 
Pakistan) seems to be following the practice of paying 
dearness allowance or cost of living allowance as a 
separate element of the wage. In most of the countries 
compensation to Government employees for the in¬ 
crease in the price level is given by way of periodical 
salary revisions. 

2. The existing dearness allowance structure for the 
Central Government employees is the aggregate 
result of certain decisions taken from time to time by 

. the Government on the recommendations of the Second 
Pay Commission, the Das Independent Body (1964) 
and the Gajendragadkar Commission on Dearness Al¬ 
lowance (1966-67). The last* increase in dearness 
allowance was granted in accordance with the formula 
recommended by the Gajendragadkar Commission, 
with effect from 1-9-1968, when the 12-monthly 
average of the index reached 215 (base 1949=100). 
Pursuant to the discussions in the National Council 
of the Joint Consultative Marchinery it was decided 
by the Government that with effect from 1-12-1968 
the entire dearness allowance drawn as on 1-8-1966 
by employees getting pay up to Rs. 999 p.m. be treated 
as dearness pay. 

3. The table below indicates the amount of dearness 
allowance, dearness pay and interim relief at present 
admissible to employees in various pay ranges. 

•On our rec'nnm'lattons three instalments ofinterim'retief 
were granted to the emoloyees in receiot of pay uo to specified 
pay ranges with effect f r om 1st March, 1970,1st October, 1971 
and 1st August, 1972. 


TABLE I 


Pay range 

Dearness 

Pay 

Dearness 

Allowance 

Interim 

Relief 

Total 

Rs. 

Rs. 

Rs. 

Rs. 

Rs. 

Below 85 

47 

24 

29 

100 

85—109 

47 

24 

41 

112 

110-149 

70 

28 

41 

139 

150-209 

90 

32 

41 

163 

210-399 

110 

36 

50 

196 

400-449 

120 

40 

50 

210 

450—499 

120 

44 

50 

214 

500—542 

120 

AS of 

663 

70 

AS+ 70 

543—575 

@ 

576—999 

120 

— 

70 

190 

120 

_ 

60® 

180 

1000—1250+ 

** 

100 

60f 

160 

1251—2250$ 

— 

loot 

— 

100 


AS—Amount short of. 

**—except for marginal adjustments up to Rs. 1119. 
t—with marginal adjustments up to Rs. 1310. 
j—marginal adjustments up to Rs. 2350. 

@—except for marginal adjustments up to Rs. 645. 

4. Some of the employees’ organisations have 
urged that instead of giving dearness allowance as 
compensation for the rise in prices, the Government 
should supply to its employees essential commodities 
at subsidised rates. A few of the witnesses, who ap¬ 
peared before us, were also of the same view. We 
have examined this suggestion in consultation with 
the concerned authorities to ascertain whether the 
Super Bazars or the State civil supplies organisations 
could undertake this responsibility. We were in¬ 
formed by the Department of Cooperation that the 
main object of the Super Bazars, whose number is a 
little over 100, is to supply essential non-controlled 
commodities and other consumer goods to the general 
consuming public at fair prices with a view to 
creating a healthy impact on the retail trade. The 
Civil Supplies Organisation of the Department of 
Internal Trade have informed us that the fair price 
shops are at present being privately run. We feel that, 
as in the past, the running of departmental stores for 
this purpose would not only involve high administrative 
cost but there would be problems of quality control, 
restricted field of choice of items and malpractices. 
Most of the respondents to our Questionnaire§ were 
of the view that the setting up of any machinery for 
the supply of subsidised commodities to* the Govern¬ 
ment employees will not be feasible as it will be a 
costly affair and liable to misuse. We understand that 
in the Railways the Grain Shop Organisation had to 
be wound up on account of serious dissatisfaction 
among the workers and the abuses brought to light 
by the Grain Shop Enquiry Committee. Some of the 
official witnesses were also of the view that suqb 

fQuestion No, 81 00? 
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an arrangement may not only not find favour 
with the employees but might also be administratively 
inconvenient. Moreover, any preferential treatment 
to the Government employees in the matter of obtain¬ 
ing their daily necessities from such stores might be 
resented by the general public. Having regard to all 
these factors we have come to the conclusion that 
the supply of certain essential commodities only to 
the Central Government employees at subsidised rates 
is not a feasible proposition. As a periodical revision 
of pay would also be a highly cumbersome process, 
the employees should continue to be compensated for 
the increase in prices by the grant of dearness allow¬ 
ance. 

5. The previous two Pay Commissions generally 
proceeded on the assumption that the dearness allow¬ 
ance was a temporary expedient intended to deal with 
a temporary phenomenon of rising prices. Subsequent 
events have shown that there has been a continuous 
upward trend in prices. The official witnesses, who 
appeared before us did not visualise any liklihood of 
the price level going down substantially in future. 
Certain studies undertaken by the Planning Commis¬ 
sion and the Reserve Bank of India also support the 
view that the prices will continue to rise in the coming 
few years. It is, therefore, necessary that there should 
be a regular scheme for compensating the Govern¬ 
ment employees against erosion of their money in¬ 
come. We are of the view that the dearness allow¬ 
ance should be treated as a compensation to the wage 
earners and salaried employees against a possible 
rise in prices over the index level to which the pay 
structure devised by us is related. Our recommenda¬ 
tions in the subsequent paragraphs have been made 
keeping this concept of dearness allowance in view. 

6. Dearness Allowance has hitherto been granted 
to the Central Government employees for a rise in 
prices as measured by the All India Average Consumer 
Price Index Number for Industrial Workers (General) 
(1949= 100). The compilation of the 1949 series 
has now been discontinued by the Labour Bureau. 
The price index figures published for this series are 
a mere arithmetical conversion of the new series of the 
All India Average Consumer Price Index Number for 
Industrial Workers (General) with 1960 as the base, 
with the linking factor being obtained by equating 
100 in the 1960 series to 121.54 in the 1949 series. 
We understand that the new series with the 1960 base 
which is a weighted average of indices of 50 consti¬ 
tuent centres, has a larger coverage, better weighting 
system and improved methodology compared to the 
series with the 1949 base. Most of the unions and 
associations have suggested that the 1960 series of the 
Working Class Consumer Price Index should be used 
for regulating payments of dearness allowance. We 
accordingly recommend that the All India Average 
Consumer Price Index Number for Industrial Workers 
(General) with 1960 base published by the Labour 
Bureau should be adopted for the purpose of granting 
dearness allowance to the Central Government em¬ 
ployees in future. 

7. There are two essential ingredients of the exist¬ 
ing dearness allowance formula viz., the ‘time factor’ 
and the ‘points factor’. The time factor is a period 
of 12 months over which the average increase of the 


index is to be calculated. The points factor is the 
10 points rise or fall in the 12-monthly average of the 
index with which the review of the dearness allow¬ 
ance is linked. The employees’ Unions have general¬ 
ly suggested that increases in the dearness allowance 
should be given for every 5 points rise over a six 
monthly period. The present formula is based on the 
recommendations of the Second Pay Commission. 
They were of the view that “for budgetary reasons and 
considering the long term character of Government 
employment, the remuneration of the Government ser¬ 
vants should not change frequently, and that Govern¬ 
ment servants should be prepared to take the conse¬ 
quence of a small or short term rise of prices, which 
may often be fortuitous, as counterpart of the security 
of their emoluments, which are rarely changed to 
their disadvantage.” The official witnesses were also 
of the view that the dearness allowance formula 
should be such that it did not involve frequent re¬ 
visions of the amount of dearness allowance. In fact, 
a suggestion was made to us that any revisions in the 
rates of dearness allowance should synchronize with 
the beginning of a financial year so as to fit in with 
the budgetary system and facilitate the provision of 
funds. This would, however, unduly delay the grant of 
compensation to the Government employees against 
the increase in the price level. We also prefer a 12- 
monthly period to a 6-monthly period because there 
are seasonal fluctuations, and price trends are sensitive 
to the vagaries of the monsoons; a 12-monthly period 
is the minimum required for moderating these fluctua¬ 
tions and providing a realistic base for compensating 
price increases. We feel that the existing formula 
strikes the correct balance and should therefore con¬ 
tinue. 

8. We have also examined the feasibility of measur¬ 
ing changes in the cost of living index in terms of 
percentage increases instead of increases in terms of 
points as under the present system. A view has been 
expressed that changes in the index in terms of per¬ 
centage increases or decreases bring out more correct¬ 
ly the extent of rise or fall in the price level than if 
such changes are expressed in terms of a fixed num¬ 
ber of points. While this is true, it seems to us that 
the point system is simpler to administer and is more* 
easily understood by the employees. We, therefore, 
recommend that the point system, which has been in 
vogue for a long time for regulating the dearness 
allowance payments to the Government employees, 
should continue. Since we have suggested adoption of 
the 1960 base index, we recommend that adjustments 
in the dearness allowance should be made when the 
12-monthly average of the index (1960=100) 
changes by 8 points. In terms of the 1949 base it 
would mean a variation of 9.72 points as against the 
existing formula of 10 points variation. 

9. It has been very forcefully represented before 
us by the associations that as and when there is an 
increase in the price index of a given order the 
increase in dearness allowance should be granted 
to the Government employees automatically. The} 
have argued that there is no justification for denying 
this benefit to the Central Government employees 
when such adjustments are automatic in the case oi 
emoloyees serving in most of the public sector under- 
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takings, nationalised banks and the Industrial emplo¬ 
yees governed by the wage board awards. Expe¬ 
rience has shown that in the absence of a precise 
scheme of dearness allowance by the Second Pay 
Commission, Government had to appoint two high 
powered bodies during the intervening period to look 
into this matter. We think that there are advantages 
in haying a clearly enunciated scheme of dearness 
allowance for Government employees as this would 
eliminate a possible source of friction and unrest. We 
have accordingly proceeded to do so in the succeeding 
paragraphs. 

We are of the view that the Government should 
have the freedom to weigh the social and economic 
consequences of the grant or denial of an increase 
in dearness allowance in a particular situation; for 
example, during a national emergency or when the 
Government find it necessary to impose a wage freeze 
in order to combat inflationary pressures. Similar 
views had been expressed by the Second Pay Com¬ 
mission also. We, therefore, do not think it desirable 
that the Government should be bound to automatic¬ 
ally sanction an increase in dearness allowance 
according to any given formula even when the cir¬ 
cumstances require that restraint should be exercised 
on wages and incomes. We would emphasise, how¬ 
ever, that in case a policy of restraint on wages and 
incomes is adopted, it should not be confined to 
Government employees alone but should cover the 
entire organised sector. 

10. At present the Central Government employees 
in the various pay ranges are granted dearness allow¬ 
ance on a graduated scale. In this arrangement the 
percentage of neutralisation is the highest for the 
employees in the lowest pay slab and it goes on de¬ 
creasing with the higher pay slabs. The unions and 
associations have criticised this system as it tends 
to reduce the wage differentials fixed by a Pay Com¬ 
mission as between the different categories of staff, 
and the reduction is based on an extraneous factor, 
namely, the general increase in prices. It has also 
been pointed out that under this system the neutrali- 
„ sation at the maximum of a lower slab is less than 
the neutralisation at the minimum of the immediately 
higher slab and this system leads to unevenness, if 
not anomalies, in the quantum of compensation for 
price rises. Demands have, therefore, been made 
that dearness allowance should be paid as a percent¬ 
age of pay so that the relativities established on the 
recommendations of a pay commission as between 
j different categories are not completely distorted by 


the fortuitous operation of the dearness allowance 
formula. In the sectors governed by the wage 
board awards, the dearness allowance is paid in 
most cases at a flat rate linked to the consumer 
price index generally on a point to point basis. The 
scheme for the grant of dearness allowance on a 
percentage basis is in vogue in a number of public 
sector undertakings, like the State Trading Corpora¬ 
tion, Indian Oil Corporation, Minerals & Metals 
Trading Corporation, financial institutions like the 
Life Insurance Corporation and the nationalised 
banks. The main advantage of paying the dearness 
allowance on a percentage basis is that as both the 
quantum of dearness allowance and the neutralisa¬ 
tion percentages change gradually there is no abrupt 
change either in the amount of dearness allowance 
payable in different pay ranges or in the neutralisation 
percentage allowed at different pay levels. By vary¬ 
ing the percentage for different pay groups, it is 
feasible to achieve higher rates of neutralisations at the 
lower pay ranges and vice-versa. Our endeavour 
has been to devise a scheme, which while doing away 
with the disadvantages of the slab system would not 
at the same time entail much additional administrative 
work. 

11. The question of the upper pay limit to be fixed 
for the grant of dearness allowance in future has 
engaged our serious attention. We note that while the 
employees in the lower pay ranges have been granted 
increases in the deafness allowance on several occasions 
in recent years the employees getting a pay of 
Rs. 1000 and above up to Rs. 2250 were given only 
once an ad hoc dearness allowance of Rs. 100 p.m. 
in 1966. It has been urged before us that it would be 
unrealistic to assume that the personnel in these higher 
pay groups have any cushion left in their salaries in the 
face of the continued sharp rise in prices. With _ a 
view to examine this contention we considered it desir¬ 
able to collect some information in regard to the con¬ 
sumption pattern of the employees belonging to the 
higher pay groups. At our request the Central Statis¬ 
tical Organisation attempted a special tabulation of the 
National Sample Survey data pertaining to the 21st, 
22nd and 23rd National Sample Survey rounds on the 
consumption pattern of urban households belonging to 
the income groups with household expenditure of Rs. 
400 to Rs. 700, Rs. 700 to Rs. 1250 and Rs. 1250 and 
above per month. The table below shows the weights 
(averaged over the three rounds) of these expenditure 
groups together with the weighting pattern of the two 
sets of index numbers viz. for industrial workers and 
for non-manual employees :— 


Items 


(i) Food 

(«) Pan, Supari, tobacco etc. 
(hi) Fuel & light 

(iv) Housing 

(v) Clothing & footwear 
(»/) Miscellaneous 


TABLE H 

Percentage distribution of consumption expenditure 

Average of National Sample Survey 
rounds 21 (1966-67), 22 (1967-68) 
23(1968-69): All India Urban 

,-—■-- 

Rs. 400-700 Rs. 700- Rs. 1250 & 
1250 above 


.Total 


59 -9 52 -4 41 -3 

2-0 2-0 1-8 

5-1 4-5 3-7 

4-7 5-3 4-8 

7-4 8-7 13-1 

20 -9 _274_35-3 

100-00 100-00 100-00 


Industrial 

Workers 

(1960) 


60-9 

4- 8 

5- 8 

6- 3 
8-5 

13-7 

100-00 


Non- 

Manual 

Employees 

(I960)* 


47-1 
1 -6 
4-7 
10-8 
9-7 
26-1 
100-00 


♦The weights in this case are determined on the basis of data relating to households in the monthly 


income range or ks. iuu-iou. 
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12. While the data thrown up by the National 
Sample Survey rounds in regard to the pattern of con¬ 
sumption expenditure in the higher income groups has 
certain limitations, particularly on account of the small 
size of the sample, and it may therefore not be desir¬ 
able to arrive at any conclusions entirely with reference 
to this data, these, nevertheless, focus attention on 
certain broad trends. One inference which could be 
drawn from this exercise is that the pattern of expen¬ 
diture of the employees in the pay range of Rs. 400— 
700 is almost indistinguishable from that of the indus¬ 
trial workers as reflected by the weights attached to the 
various items in the current series of the Working 
Class Consumer Price Index. In regard to the em¬ 
ployees in the pay range of Rs. 700-—1250 also it is 
seen that more than 50% of their expenditure is on 
food items as against about 60% for the industrial 
workers. It is only in the case of the employees in the 
pay range of Rs. 1250 and above that the pattern of 
consumption differs perceptibly from that of the em¬ 
ployees in the lower pay ranges. 

13. We feel that while some differentiation might 
be justified it may not be appropriate to exclude 
a priori all the employees in the higher pay ranges from 
the scheme of dearness allowance. Having been at 
pains to recommend certain pay scales for different 
categories of employees on the basis of the qualifica¬ 
tions, duties, responsibilities, etc., we think that the 
differentials that we have prescribed as between the 
different categories, should not get grossly distorted 
over a period of time by the operation of an extraneous 
factor, namely, a general increase in prices. We think 
that employees getting pay up to Rs. 2250 p.m. should 
be entitled to some compensation for an increase in 
the consumer price index, though the extent of the 
neutralisation and its periodicity may differ from one 
category to another, with a greater measure of protec¬ 
tion to the more vulnerable sections. 


We also recommend that as and when employees in 
any of the higher pay ranges are initially brought within 
the purview of the dearness allowance scheme, the total 
amount of dearness allowance to be given to the 
employees in that range should not be less than the 
amount admissible at the highest pav range for the 
categories already covered by the dearness allowance 
scheme, i.e., the dearness allowance admissible should 
be on a cumulative basis for the total price rise. 

We further recommend that when the index average 
rises above 24 points the various categories of em¬ 
ployees should be covered by the dearness allowance 
scheme in the same manner as for the first rise of 8 
points and the cycle should be repeated. In other 
words, on the index average going up to 32 points 
additional dearness allowance should be given to em¬ 
ployees drawing pay up to Rs. 900, on reaching 40 
points to all those getting pay up to Rs. 1600 and so 
on for every subsequent increase by 8 points. 

We further recommend that the pay plus dearness 
allowance should in no case exceed Rs. 2400 per 
mensem. 

15. In the light of the discussions in the preceding 
paragraphs we recommend that in future the dearness 
allowance should be granted on the basis of the follow¬ 
ing formula :— 


Pay range Amount of D. A. admissible for an increase 

of 8 points in the index average (1960 base) 

(Rs.) 

Up to 300 3'5 % of pay subject to a minimum of Rs. 7 

per mensem and a maximum of Rs. 10 per 
mensem. 

Above 300 2 -5 % of pay subject to a minimum of 

Rs. 10 per mensem and a maximum of 
Rs. 20 per mensem. 


14. As already* stated, the pay structure recom¬ 
mended by us js related to the index average of 200 
points for the 12 month ending October, 1972 (1960= 
100). We accordingly recommend that the various 
categories of employees be brought within die purview 
of the dearness allowance scheme in the following 
manner :— 


Employees to be covered 


Rise in prices over the base 
period adopted for devising 
the pay structure 


(1) For the price rise of first 

8 points in the 12- 
monthly average of the 
1960 base index 

(2) On the index average 

rising by 16 points 


(3) On the index average 
rising by 24 points. 


(1) All employees drawing 
revised pay up to Rs. 900 
per mensem with suit¬ 
able marginal adjustments. 

(2) Employees at (1) above 
plus all employees draw¬ 
ing revised pay up to 
Rs. 1600 per mensem with 
suitable marginal adjust¬ 
ments. 

(3) Employees at (1) and (2)1 
above plus all employees! 
drawing revised pay above 
Rs. 1600 and up to 
Rs. 2250 per mensem 
with suitable marginal 
adjustments. 


♦Chapters 6 & 8, 


By way of clarification, we attach Table III (at p. 5) 
which indicates the amounts to be paid as dearness 
allowance to employees drawing certain illustrative 
amounts as pay. The table has been prepared assum¬ 
ing that the 12-monthly average of the index (1960= 
100) ranges from 208 to 248 at the intervals of every 
8 points. For employees drawing pay at levels inter¬ 
mediate to those indicated in column 1 of the table, 
the dearness allowance entitlement can be worked out 
by applying the percentages already recommended and 
the stipulated minima and maxima. 

16. We recommend that should the price level 
rise above the 12-monthly average of 272 (1960= 
100) Government should review the position and 
decide whether the dearness allowance scheme should 
be extended further or the pay scales themselves 
should be revised. 

17. It will be noticed that the scheme for the 
grant of dearness allowance recommended above 
provides for a neutralisation of about 95% on the 
lowest pay of Rs. 185 p.m. and the neutralisation 
percentage goes on declining so that in respect of 
the employees drawing a pay of Rs. 1600 p.m. it 
works out to about 31%. Most of the unions have 
represented that the employees at the lowest pay 
should be given 100% neutralisation against the 
rise in prices. The National Commission on Labour 
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TABLE III 


Pay 


Amount of dearness Percentage of 
allowance for 8 neutralisation 
points rise in the for 8 points rise 
12-monthly average 
of the index 


Dearness allowance to be paid when the 12-monthly average of the index 
reaches 



(1960=100) 


1 

2 

3 

4 

5 

6 

'I 

8 

9 


Rs. 


Rs. 

Rs. 

Rs. 

Rs. 

Rs. 

Rs. 

185 

7-00 

95 

7-00 

14-00 

21 -00 

28-00 

35 -00 

42-00 

200 

7-00 

88 

7-00 

14-00 

21-00 

28-00 

35-00 

42-00 

250 

8-80 

88 

8-80 

17 -60 

26-40 

35-20 

44-00 

52-80 

300 

10-00 

83 

10-00 

20-00 

30-00 

40-00 

50-00 

60-00 

400 

10-00 

63 

10-00 

20-00 

30-00 

40-00 

50-00 

60-00 

500 

12-50 

63 

12-50 

25 -00 

37 -50 

50-00 

62-50 

75 -00 

600 

15-00 

63 

15-00 

30-00 

45-00 

60-00 

75-00 

90-00 

700 

17-50 

63 

17-50 

35-00 

52 -50 

70-00 

87-50 

105-00 

800 

20-00 

63 

20-00 

40-00 

60-00 

80-00 

100-00 

120-00 

900 

20-00 

56 

20-00 

40-00 

60-00 

80-00 

100-00 

120-00 

1000 

20-00 

50 

— 

40-00 

60-00 

60-00 

100 -00 

120-00 

1200 

20-00 

42 

-- 

40-00 

60-00 

60-00 

100 -00 

120 -00 

1400 

20-00 

36 

— 

40-00 

60-00 

60-00 

100 -00 

120-00 

1600 

20-00 

31 

— 

40-00 

60-00 

60-00 

100-00 

120-00 

1800 

20-00 

28 

— 

— 

60-00 

60-00 

60-00 

120-00 

2250 

20-00 

22 

— 

— 

60-00 

60-00 

60-00 

120-00* 


*Pay plus dearness allowance not to exceed Rs. 2400 p.m. 

had recommended that at this level the neutralisa¬ 
tion afforded should be 95%. Having regard to the 
fact that the minimum wage recommended by us is 
based on the price indices for the 4 metropolitan 
cities and that the continuance of the compensatory 
(city) allowance in the various cities, is also being 
recommended and keeping in view the fringe benefits 
like the medical care and educational facilities, which 
are enjoyed by a large number of Government em¬ 
ployees, we consider the neutralisation afforded at the 
lowest level under the dearness allowance scheme 
recommended by us to be adequate. 

18. It has been represented by the associations 
that the dearness allowance granted from time to time 
should be treated as pay for all purposes. We are 
unable to accept this demand as an automatic con¬ 
version of the dearness allowance to pay would vir¬ 
tually amount to a revision of the pay structure 
every time this allowance is granted or modified. 
We are of the view that the pay structure should be 
revised only after due deliberation, and taking full 


cognizance of the factors we have indicated in Chap¬ 
ter 5. Moreover, this demand, if accepted, would 
create complications in the matter of grant of pen¬ 
sionary benefits as persons retiring on the same pay 
af different times would get varying amounts of pension. 
The question whether a portion of dearness allowance 
should be treated as pay for specified purposes has 
hitherto been decided by the Government having re¬ 
gard to various considerations. We consider this 
arrangement to be satisfactory and therefore, recom¬ 
mend no change. 

19. At present the various cash payments to the 
Government employees in respect of pay, allowances, 
etc. a^e rounded off to the nearest 5 paise. In order 
to reduce the accounting and administrative work 
in granting dearness allowance on a percentage basis 
we recommend that the payments on account of dear¬ 
ness allowance be rounded off to the nearest 10 paise. 
The Government may also consider whether a s imil ar 
rounding off could be resorted to in respect of all the 
other cash payments also made to Government 
employees. 


o 



CHAPTER 56 


COMPENSATORY ALLOWANCES 


I. Compensatory (City) Allowance 

The practice of granting compensatory (city) 
allowance (CCA) to employees to compensate for the 
high cost of living in the bigger cities dates back 
to the first quarter of the century. No uniform 
principle was at first adopted for determining the 
quantum of CCA and there were variations not only 
between different Departments but also between diffe¬ 
rent categories of employees, namely, employees whose 
pay scales had been fixed on considerations of the 
regional cost of living and other employees who 
were on uniform rates of pay. The First Pay Com¬ 
mission which prescribed uniform rates of pay and 
allowances expressed the view that local allowances 
should be limited to a few costly cities. In view 
of the high cost of living in the two major cities of 
Bombay and Calcutta it recommended payment of 
compensatory allowance to non-gazetted staff serving in 
those cities and also suggested that such relief should be 
extended to other cities if and when they were found 
very expensive. Pursuant to these recommendations, 
a city compensatory allowance was given to employees 
in the cities classified as A or B on the basis of popu¬ 
lation. 

2. While examining the existing classification of 
cities and its basis, the Second Pay Commission 
took cognisance of the general contention of the em¬ 
ployees that population was not necessarily an ade¬ 
quate index of costliness. It observed that the avail¬ 
able consumer price index numbers for different cities 
and towns were not meant to and could not, in fact, 
measure the expensiveness of one city or town as 
compared to another and, if a comparison of inter se 
costliness were desired, it would first be necessary to 
work out an all-India, norm with which the levels 
of cost in different cities could be compared. It 
suggested that the Government should consider the 
desirability and feasibility of conducting a survey for 
this purpose. The Commission felt that there was no 
sounder criterion than population available at that 
time. It did not recommend apy change in the exist¬ 
ing basis of classification of cities and left it to the 
Government to look into special cases of some small 
towns which were claimed to be unusually expensive. 
The distinction between gazetted and non-gazetted 
officers was done away with and the level of salary 
adopted as the sole criterion for determining the 
quantum of CCA in any city or town. 


3. The rates of CCA recommended by the Second 
Pay Commission were as follows :— 


Pay range 


Rate of CCA recommended 


‘A’ class city 


‘B’ class city 


Below Rs. 150 


Rs. 150 and above 
but below Rs. 300 


Rs. 300 and above 


10% of pay subject 
to a minimum of 
Rs. 7 -50 and a 
maximum of Rs. 
12-50 


8% of pay subject 
to a minimum of 
Rs. 12 -50 and a 
maximum of Rs. 
17 -50. 

6% of pay subject 
to a maximum of 


5% of pay subject 
to a minimum of 
Rs. 5 and a maxi¬ 
mum of Rs. 10 for 
all persons drawing 
pay below Rs. 500 
per mensem. 


Rs. 75/- 


These rates were accepted by the Government with 
some modifications. For employees in ‘A’ class 
cities, in the pay range of Rs. 150 and above, the 
rate allowed was uniformly 8% of pay subject to a 
minimum of Rs. 12.50 and a maximum of Rs. 75. 

4. Subsequently, in 1963 the B class was sub¬ 
divided into two, viz., B-l and B-2 and the rates 
applicable to the erstwhile ‘B’ cities were continued 
for the B-2 cities, while higher rates were prescribed 
for the B-l cities. The rates of city compensatory 
allowance in force at present are as follows :_ 

Class of city 


Pay per* month Rate of allowance 


Rs. 

‘A’ (Population Below 150 
above 16 lakhs) 


150 and above 


'B-1’ (Population Below 250 
above 8 lakhs but 
not exceeding 16 
lakhs) 

250 and above 


‘B-2’ (Population Below 620 
above 4 lakhs but 
not exceeding 8 
lakhs) 

620 and above 


10% of pay subject to 
a minimum of Rs. 7 -50 
and a maximum of 
Rs. 12 -50. 

8% of pay subject to a 
minimum of Rs. 12-50 
and a maximum of 
Rs. 75. 

71% of pay subject to a 
minimum of Rs. 6 and a 
maximum of Rs. 15 . 

6% of pay subject to a 
minimum of Rs. 15 and 
a maximum of Rs. 50. 
5% of pay subject to a 
minimum of Rs. 5 and a 
maximum of Rs. 10. 

Amount by which pay 
falls short of Rs. 629. 


*For the purposes of CCA pay is taken as basic pay plus 
dearness pay. 


6 
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The total number of regular Central Government 
employees in the various classes of towns according 
to their revised classification on the basis of the 1971 
Census figures is as follows :—_ 


Class of city 

Number of 
cities 

Number of Central 
Govt, employees 
(as on 31-3-70) 

‘A’ 

5 

568504 

‘Bl’ 

6 

247208 

‘B2’ 

16 

194448 

‘C’ 

303 

632724* 

Unclassified 

— 

1006321* 


Total : 

2649205 


•Estimated 

(Source : Census of Central Government Employees as on 
31st March, 1970—Report-10: Directorate Gene¬ 
ral of Employment & Training). 

5. A few other important provisions of the rules 
governing the grant of CCA to Central Government 
employees are as under:— 

(a) The limits of the locality within which CCA 
is admissible are those of the municipalities or cor¬ 
porations and include such of the suburban muni¬ 
cipalities, notified areas or cantonments as are con¬ 
tiguous to the named municipalities or corpora¬ 
tions or other areas, a,s the Central Government 
may from time to time notify. 

(b) A Government servant whose place of duty 
falls within the qualifying limits of a city, is eligible 
for CCA irrespective of whether his place of resi¬ 
dence is within such limits or outside. 

(c) Government servants whose place of duty 
is in the proximity of a qualified city and who, of 
necessity, have to reside within the city may be 
granted die CCA admissible in that city by the ad¬ 
ministrative Ministries/Departments concerned, if 
the following conditions are satisfied : 

(i) The distance between the place of duty and 

the periphery of the municipal limits of the 
qualified city does not exceed 8 kilometres. 

(ii) The staff concerned have to reside within 
the qualified city out of necessity i.e. for 
want of accommodation nearer to their 
place of duty. 

(d) Staff working in aerodromes, meteorological 
observatories, wireless stations and other Central 
Government establishments situated within a dis¬ 
tance of 8 kilometres from the periphery of the 
municipal limits of a qualified city are allowed CCA 
at the rates admissible in that city, even though they 
may not be residing within those municipal limits 
subject to the fulfilment of the following 
conditions:— 

(i) There is ho other suburban Municipality, 
Notified Area or Cantonment, within the 8 
kilometre limit and 

(ii) It is certified by the Collector/Deputy Com¬ 
missioner having jurisdiction over the area 
that the place is generally dependent for its 
essential supplies e.g. foodgrains, milk, 
vegetables, fuel, etc., on the qualified city. 

(e) CCA is admissible during leave, joining time, 
deputation abroad, training abroad and training in 


India, or during period of suspension, subject to 

certain conditions. 

6. We have given thought to a suggestion, that 
because of its imperfections the GCA scheme may be 
abandoned. We have not found this course to be 
practicable. It is a matter of general observation 
that living in a city is more expensive than in a rural 
Area. House rents and transportation costs are gene¬ 
rally higher in many large cities. The concentration 
in a city, of wage earners who are relatively better 
paid tends to push up the prices of most wage goods 
and perishables. Having regard to the generally high 
cost of living in the larger urban areas and to the long 
standing practice of granting city compensatory allow¬ 
ance, we are left with no option but to recommend 
its continuance. 

7. The various Associations of Central Government 
employees have once again contested the validity of 
adopting the population as the sole criterion for CCA 
purposes. More specifically, their suggestions in this 
regard are that certain developing townships where 
new factories or other installations are sited are, in 
fact, more expensive than some highly populated 
cities; that exceptionally expensive towns should be 
treated on a special footing although their population 
might not be large enough; that special treatment 
should be given in the matter of classification in res¬ 
pect of State capitals, district headquarters a,nd places 
of pilgrimage with a large floating population which 
is not taken into account in the Census and that the 
rate of CCA in a region should be determined having 
regard to the difference between the all-India and the 
regional price indices. Their other demands include 
enhancement of the rates of CCA; grant of the CCA 
in ‘C’ class towns; and revision of the population limits 
for classifying cities and towns. Lastly it has been 
urged that the present limit of 8 kilometres from the 
boundry of the qualifying area beyond which CCA 
ceases to be admissible is unrealistic in view of the 
great expanse of some of the conurbations and it 
should be increased to at least 32 kilometres. 

8. We made efforts to find alternative criteria for 
determining the relative costliness of various towns and 
cities. As noted by the Second Pay Commission 
the Consumer Price Index numbers in respect of diffe¬ 
rent cities and towns cannot be of much help in this 
connection as they do not represent the value of an 
identical basket of goods and services. We under¬ 
stand that efforts have been made to construct such 
special indices but these have not yet met with much 
success presumably due to conceptual and methodo¬ 
logical difficulties; and we have thus found ourselves 
in the same predicament as the Second Pay Commis¬ 
sion in this regard. The alternative course suggested 
by some associations viz-, linking CCA with the diffe¬ 
rence between the all-India index prepared by the 
Labour Bureau and the regional indices is also 
seen to be unsound. The all-India consumer price 
index and the regional indices are not strictly com¬ 
parable since they use different weighting diagrams. 
The difference between any regional index and the 
all-India index can only reflect the difference in the 
ra,tes at which the cost varies over time in the region 
and in the country taken as a whole; it does not show 
whether the actual cost of living in a particular 
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region is lower or higher than the average cost at the 
national level. 

9. We attempted to estimate the cost of a uniform 
consumption basket for a ‘Standard family’ consisting 
of 3 auuit consumption units at different centres. For 
workmg out the expenditure on food, the diet sche¬ 
dule recommended by the Indian Council of Medical 
Research for a person engaged in moderate work, 
wnich is expected to provide 2800 calories (net) 
was adopted. The value of the food basket was 
estimated for the above-mentioned standard family 
in respect of 26 cities covering all the four 
A class cities, 5 B1 class, 7 B2 and 10 C class 
cities. The total household expenditure was then 
estimated in each case in a,ccordance with the norms 
of tne 15 th ILC, at the average price level prevailing 
at the centre for the year 19/0. We found that there 
was no uniform link between the size of the population 
and the cost of the consumption basket as ascertained 
on the ba,sis of this txercise. When we excluded the 
abnormal instances, however, we found that the level 
ot expenditure m A, Bl, B2 and C class cities was on 
the average in a descending order, thereby lending 
some support to the population criterion. We must 
add that even in this exercise there were a few Bl, 
B2 or C class cities which, perhaps for special rea,- 
sons, were inordinately expensive. In the absence of 
any better alternative criterion, we are obliged to fall 
back on population as a basis for determining the ex¬ 
pensiveness of a locality in general. 

10. We now proceed to examine whether any 
changes are necessary in the population ranges adopted 
at present for classifying the towns and cities for 
grant of CCA. The population range covered by ‘C’ 
class towns is fairly wide, being i lakh to 4 lakhs. 
Estimates are not available for the cost of living in 
all or even in a representative section of the ‘C’ class 
towns. The Family Living Survey of Industrial 
Workers conducted in 1958-59 by the Labour Bureau 
covered 50 centres, of which, the centres which fell 
within the ‘C’ class were 14. All these centres ex¬ 
cept two or three had a population which was in the 
upper half of the range prescribed for the ‘C’ class. 
The fact that these towns showed an abnormally high 
cost in the Family Surveys could be taken to indicate 
that towns in the upper range of the ‘C’ classification 
are likely to have a cost of living comparable to the 
towns classified as B-2. However, the sample is too 
small and it is not possible to hazard even a guess as 
to the relative costliness of the ‘C’ class towns falling 
within the upper population range, but not covered 
by these surveys. It is true that our exercises for 
estimating the value of a uniform consumption basket 
for 3 adult consumption units at different places also 
show that on an average the difference between the 
figures for the ‘C’ class and the ‘B-2’ class was negli¬ 
gible. But this finding being based on averages only, 
it does not necessarily follow that all the towns in 
the upper population range of the ‘C’ class, covered 
by the Labour Bureau’s Surveys would be uniformly 
as costly as the ‘B-2’ cities. Any recasting of the 
existing population criterion for the classification of 
towns and cities if it is to be based merely on such 
limited data on the comparative cost of living as is 
now available, may turn out to be as irrational as the 
present arrangement. Since the range covered by ‘C’ 


class towns is large, and conditions differ markedly, 
we are unable to recommend any general recategori- 
sauon oi C' class towns on any revised population 
criterion. In these circumstances, we do not aavocate 
a general extension of tms allowance to ‘C’ class 
towns. 

11. There is however one direction in which a cer¬ 
tain liberalization is possible witttout much difficulty. 
In tfie Census Paper 1 of 1972 on ‘Final Population’ 
the Registrar General has listed out a number of 
cities wnich togetner with the adjoining smauer towns 
are said to constitute an ‘Urban Agglomeration’. An 
urban agglomeration is described as made up of ‘a 
mam town togetlier with the adjoining areas of urban 

growtn and is treated as one urban spread. 

Each such agglomeration may be made up of more 
than one statutory town adjoining one another such 
as a municipality and the adjoimng cantonment etc., 
and also otfier urban growths such as a railway colony, 
university campus etc. Such outgrowths whicff did not 
quality to be treated as individual towns in their own 
right and have pronounced urban characteristics are 
shown as constituents of the agglomeration.’ The 
Registrar General adds that ‘for all practical purposes 
the entire urban agglomeration should be treated as 
one composite urban unit’.* 

12. We find that the rules now in force regarding 
the grant of CCA to persons whose place of duty 
lies up tq 8 kilometres of the qualifying limits of a 
city are rather cumbersome and may in some cases 
be causing genuine hardship. The employees have 
demanded that CCA should also be admissible in the 
outlying area surrounding the big cities where it is 
not admissible according to the existing rules. We 
are of the view that the concept of ‘urban agglomera¬ 
tion’ as described by the Registrar General should be 
adopted for the purpose of granting CCA. In this 
context it would only be logical to treat an entire 
urban agglomeration as a unit of population for the 
purpose of grading cities into the various classes. We 
feel that as a result of this approach many of the diffi¬ 
culties being encountered at present in administering 
the existing rules relating to CCA will be resolved. 
There will, in that case, be no need for making any 
relaxation or allowing any exemption, as the Registrar 
General’s delineation of the urban agglomeration 
should be regarded as fairly liberal and may be held 
as valid till the next population Census. Our general 
approach is that all employees whose place of work 
lies within the urban agglomeration should receive 
CCA, at the rates applicable to the main city, though 
it would be for the Government to define this area 
precisely when issuing orders. There is no need to 
impose any residence criterion; indeed it would be 
well-nigh impossible to verify and enforce such a 
condition even if it were imposed. 

13. We believe that the revised pay scales that we 
have recommended would generally compensate in 
varying measure, for the increase in the cost of living 
In the circumstances, we do not think there is any 
justification for increasing the existing quantum of 
city compensatory allowance. We have therefore 


•Census of India, 1971, Paper I of 1972—“Final Population” 
page 155. 
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decided that all that need be done is to ensure that 
the absolute quantum of CCA that employees are 
already receiving should generally be protected. We 
accordingly recommend the following revised schedule 
of CCA rates in conformity with the new pay scales :— 

‘A’ Class 

(i) Below Rs. 250 . 6i% of pay subject to a minimum 

of Rs. 12/-. 

(») Rs. 250 and above. 6% of pay subject to a maximum 
of Rs. 75/-. 

'B-V Class 

(i) Below Rs. 330 . 5% of pay. 

(ii) Rs. 330 and above 4 -5 % of pay subject to a maximum 

ofRs. 50/-. 

‘B-2’ Class 

(/) Below Rs. 750 . 3 -5 % of pay subject to a maximum 

ofRs. 10/-. 

07) Rs. 750 and above Amount by which pay falls 
short of Rs. 759/-. 

‘C’ Class . . No allowance. 

14. Finally we would urge that the revised scheme 
of CCA should be implemented with some degree of 
flexibility. There would be certain towns which for 
reasons of comparative isolation or by virtue of being 
places of pilgrimage with a large floating population 
or State capitals etc., may in fact be abnormally ex¬ 
pensive, while they may not qualify for the grant of 
a CCA according to the population criterion. Such 
cases should obviously call for special treatment in 
relaxation of the norms and the Government should 
consider each such case on merits for the grant of 
CCA. 

II. House Rent Allowance 

15. A House Rent Allowance (HRA) is granted to 
the Central Government employees in certain cities 
and towns, to compensate them partly for the specially 
high rents that they have to pay for hired residential 
accommodation. The Second Pay Commission 
examined the validity of population as the basis for 
classifying cities for the grant of HRA and concluded 
that this was not an unsound general criterion to 
apply. It, however, suggested that the population cri¬ 
terion might be relaxed and HRA granted at other 
places also where specially high rents prevailed. There 
have been many cases where, in relaxation of die 
population criterion, a town or city has been placed 
in a class which is not justified on the basis of the 
population figures. House rent has also been sanc¬ 
tioned in certain hill stations and unhealthy and re¬ 
mote localities on an ad hoc basis, irrespective of the 
population, but generally at rates which are applicable 
in Class ‘C’ towns. The existing classification, based 
on the pre-1971 Census figures and the rates at which 
HRA is admissible in classified areas are as follows :— 


CLASSIFICATION 


Class 

Population criterion 

Number 

A 

More than 16 lakhs 

4 (Calcutta, Bombay, 
Delhi, Madras). 

B-l 

Above 8 but not ex¬ 
ceeding 16 lakhs 

7 (Hyderabad, Ahmeda- 
bad, Poona, Ban¬ 
galore, Kanpur, Luck¬ 
now, Nagpur). 

B-2 

Above 4 but not ex¬ 
ceeding 8 lakhs 

11 

C 

Above 50,000 but 
not exceeding 4 lakhs 

235 


RATES 

Class of 
city 

Pay (including 
D.P.) 

Rate of Allowance 

A & B-l 

Below Rs. 100/- 

Rs. 15/-, flat 


Rs. 100—3,000 

15% of pay subject to a 
minimum of Rs. 20/- and 
a maximum of Rs. 300/-. 


Above Rs. 3,000/- 

10% of pay. 

B-2 

Below Rs. 100/- 

Rs. 10/-, flat 


Rs. 100 and above 

10% of pay subject to a 
minimum of Rs. 15/- and 
a maximum of Rs. 300/-. 

C 

Below Rs. 620/- 

Rs. 620/- and above 

7i% of pay subject to a 
minimum of Rs. 7'50. 
Amount by which pay 
falls short of Rs. 665/-. 


16. Of the total rent paid by an employee, he is 
expected to meet out of his own pocket, a sum repre¬ 
sented by 10% of his pay and it is only the balance 
which is reimbursed up to the limits indicated above. 
The house owner’s receipt has to be produced in sup¬ 
port of the claim for HRA. However, with a view to 
reducing the administrative work involved in checking 
the receipts, this requirement has been dispensed with 
in respect of employees drawing pay plus dearness pay 
of less than Rs. 620/- per month. An official residing 
in his own house is also entitled to HRA and for this 
purpose the annual rental value as assumed for munici¬ 
pal assessment purposes is taken as the basis for com¬ 
puting the notional monthly rent of the premises and 
determining the house rent allowance that would be 
admissible. 

17. The more important demands made by the 
various associations are summarised below :— 

(i) The system of adopting population as the 
only criterion for determining the costliness 
in regard to house rent is wrong. HRA 
should, therefore, be admissible in unclassi¬ 
fied cities also. 

(ii) As defence installations are generally locat¬ 
ed outside the city limits, the employees 
working there should also be entitled to HRA 
at the same rates as admissible to the em¬ 
ployees in the nearby classified cities. 

(iii) The present scale of house rent allowance 
is inadequate and the Government should 
reimburse the employee, the full rent of the 
house of the size to which the employee is 
entitled, less 10% of his pay. 

18. We made an attempt to get an idea of the varia¬ 
tion in house rents during the last decade or so. We 
were advised by the Labour Bureau and the CSO 
that the house rent indices which they utilised for com¬ 
puting the consumer price index for the working and 
middle classes could be adopted as die basis for 
estimating the average increase in the house rent, in the 
centres that had been surveyed. The house rent indices 
for the base year 1960 as well as for 1970 have been 
published. An estimate of the actual rent paid in 
1958-59 is also available and can be related to the 
1960 index; therefore, the corresponding figures for 
1970 could be estimated. 
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19. An interpretation of the available figures shows 
that during the last ten years the increase in the house 
rent index for the working class has varied widely from 
centre to centre. Four centres viz., Guntur, Madurai, 
Coimbatore and Madras show an increase of 75% 
or more. Eight centres, viz., Sambalpur, Delhi, 
Yamuna Nagar, Jaipur, Monghyr, Hyderabad, Digboi 
and Bangalore show an increase of between 50 and 
75%. Eleven centres show an increase of 25 to 50%. 
Bombay happens to be one of the cities where the 
house rent has increased by less than 25% i.e., 13%. 
In as many as 17 working class centres, the house 
rent index has not shown any increase at all. Most of 
these centres are in mining and plantation areas. 

20. In absolute terms also the variation is quite con¬ 
siderable. The estimated expenditure on house rent in 
1970 varies from Rs. 2.70 per month in Chikmagalur 
to Rs. 20.39 per month in Bangalore. Digboi and 
Madras are two other cities where the expenditure is 
more than Rs. 20/- per month. In four cities i.e., 
Hyderabad, Madurai, Coimbatore and Jamshedpur, it 
varies from Rs. 15/- to Rs. 20/- per month. In twelve 
other cities it varies from Rs. 10/- to Rs. 15/- per 
month. In certain ‘C’ and ‘B-2’ class cities, like 
Madurai, Coimbatore, Jamshedpur and in Digboi which 
is an ‘unclassified’ city, the expenditure on house rent 
is more than in many of the ‘A’ and ‘B-l’ class cities. 
On the average, the expenditure on house rent in B-2 
class cities is more than in ‘A’ class cities as the follow¬ 
ing figures would show :— 

Estimated average expenditure on house rent in 1970 in 
_ working class centres. _ 

Average ex¬ 
penditure* per 
month (Rs.) 


A, B-l class cities 

. , 


9-95 

B-2 class cities** 

■ • i 

, , 

12-21 

C class cities** 

i • « 

, 

8-95 

Unclassified cities** 

. • . 


5-69 


21. A similar conclusion can be drawn from an 
analysis of the house rent indices for middle class 
families as well. In ten centres the index has gone 
up by 75% or more. Of these, eight were in the ‘C’ 
class, one in ‘B-2’ and one in ‘B-l’ class. In eleven 
centres it went up by over 50% but less than 75%, 
in eighteen centres by over 25% but less than 50% 
and in six centres by less than 25%. The more signi¬ 
ficant conclusion is that, in absolute terms, the expen¬ 
diture on house rent in ‘C’ and ‘B-2’ class cities 
like Vishakhapatanam, Kurnool, Madurai, Shillong 
etc. is considerably more than in some of the ‘A’ 
and ‘B-l’ class cities. The average expenditure on 
house rent in cities which are, at present, unclassified 
comes to Rs. 36.78 per month which is more than in 
‘C’ class cities (Rs. 36.31 per month) and in ‘B-2’ 
class cities (Rs. 33.16 per month). The average in the 
‘A’ class cities is Rs. 39 per month. 

♦Weighted average of expenditure, the weights being the 
estimated number of working class families in the relevant 
centres. The figures cover all the 50 centres except Coonoor. 

**Of the 11 ‘B-2’ centres as per the existing classification, only 
7 were covered by the working class family living survey of 
1958-59. Similarly there are over 200 ‘C’ class cities of which 
only 11 are covered by the 1958-59 Survey. Likewise, only 19 
unclassified cities are included in the Survey. These limitations 
have to be kept in mind in interpreting the figures. 


22. These estimates, however, suffer from cert ain 
limitations. The survey covers a fixed sample of dwel¬ 
lings which varies from 60 to 240 depending upon the 
centre. A fixed sub-sample of the original sample is 
covered every six months while collecting house rent 
information. Thus the survey which is based on a 
fixed sample of dwellings that have existed since 1958- 
59, does not take into account the new colonies that 
have sprung up in every centre in recent years. As 
such, the survey has lost its representative character to 
some extent, as rents have generally tended to be low 
for old construction as well as for houses which have 
been occupied by the same tenant for a long time. 
Further, a substantial part of the sample surveyed re¬ 
presents sub-standard houses. 

23. Thus the absolute estimates of expenditure as 
revealed by these surveys can hardly be taken as re¬ 
liable indices of the actual expenditure incurred on 
house rent by government employees in general. 
Nevertheless these figures do seem to indicate that the 
criterion for the classification of cities and towns on 
the basis of population for fixing house rent allowance 
is not a reliable one. A view has been strongly ex¬ 
pressed that house rents in particular cities are likely 
to fluctuate from time to time depending upon local 
conditions and growth of industries etc. in the vicinity. 
It would, therefore, seem futile to attempt laying down 
a particular rate of house rent allowance on some 
ad hoc basis such as population. 

24. We made an attempt to find out the amounts 
of rent actually being paid by a random sample of 
government employees. It appeared that on the 
average the rent paid in Delhi was about 6% in excess 
of the 25 % of pay which a government servant station¬ 
ed at Delhi is expected to spend on housing. (10% 
from his own pocket plus 15% house rent allowance, 
Delhi being an ‘A’ class city). In some cases the ex¬ 
cess over 25% was only about 0.33% while in others 
the excess was as high as 31%. We have reason to 
believp that in quite a few cases the residential ac¬ 
commodation for which this rent was being paid was 
smaller in size than that to which the officers of cor¬ 
responding pay groups would be entitled if they had 
received a Government allotment. The Ministry of 
Finance (Department of Revenue & Insurance) have 
intimated to us the average rent being paid by their 
officers in the pay groups of Rs. 700-1250 and 
Rs. 1300-1600 posted in Delhi as well as the average 
plinth area of the house occupied by them. These are 
given below :— 


Pay Group 

Average 

Average 

Average!. 

(Rs.) 

Rent (Rs.) 

plinth area 

excess 
over 25 % 

700—1250 

300 

680 sq. ft. 

5-8% 

1300—1600 

463 

1300 sq. ft. 

6'9% 


Under the existing rules officers in the pay group 
of Rs. 800-1299 are entitled to type V quarters of a 
plinth area of 1500 sq. ft. and those in the pay group 
of Rs. 1300-1600 to type VI with a plinth area of 
2100 sq. ft. 

•(•Calculated as percentage of the mid-points of the pay groups. 
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available to its employees on payment of 
10% of their pay. 

(ii) Government should lay down appropriate 
house rent allowance rates in different cities 
and towns based not on population criteria, 
but on an actual assessment of the prevail¬ 
ing levels of rent in different cities and 
towns. Alternatively, certain notional rents 
for different types of accommodation meant 
for officers and personnel of specified pay 
groups should be laid down for particular 
cities after studying the actual conditions in 
that city. The difference between the actual 
rent paid and 10% of pay should be reim¬ 
bursed subject to a maximum of the diffe¬ 
rence between the notional rent and 10% 
of the pay. The existing norms in regard 
to entitlement of accommodation, size of 
rooms etc. could, if necessary, be reduced 
depending on the housing situation and the 
norms usually adopted by different income 
groups in renting accommodation in the vari¬ 
ous cities. Such notional rents should, to 
start with, be applied to all stations falling 
under the description of classified cities for 
purposes of House Rent Allowance. Addi¬ 
tions could also be made to the list later on 
by including other cities deserving similar 
treatment. 

(iii) Till the Government is able to make arrange¬ 
ments recommended in the preceding sub- 
paragraphs, the rates of HRA should be as 
follows :— 


25 i Thus, while the rents have generally increased 
over the past decade the only relief in monetary terms 
came with the 1969 decision to treat a portion of dear¬ 
ness allowance as pay (termed dearness pay)-for cer¬ 
tain purposes, and including it for determining the 
amount of reimbursement of rent to which a govern¬ 
ment employee was eligible. But this was applied 
only to employees getting less than Rs. 1,000 per 
month with marginal adjustments up to Rs. 1,119. 

26. The Ministry of Defence has a provision under 
which a Defence Service Officer (married) may be 
permitted to hire accommodation and the expenditure, 
which is in excess of 5% of salary, is reimbursed 
subject to a specified ceiling. There is a general all- 
India ceiling of Rs. 1,000. In Delhi, specific rental 
ceilings have been prescribed for different categories 
of officers of the AFHQ and their separated families 
viz. Rs. 800 for Lt. Colonels, Colonels, and Briga¬ 
diers and officers of equivalent ra,nk and Rs. 600 
p.m. for officers of the rank of Major and below and 
their equivalents. In other cases a fair-rent certifi¬ 
cate is to be obtained from the Civil Authorities. 
Where there is no Rent Controller or the Civil Autho¬ 
rity is unable or unwilling to give such a certificate, 
the rent of the house is fixed by the Military Estate 
Officers either on their own or in consultation with 
their superior authority. 

27. The house rent allowance admissible to emplo¬ 
yees in Public Sector Undertakings is governed by the 
same classification of cities as in Government but the 
rates prescribed are higher. The Bureau of Public 
Enterprises has prescribed that the house rent allow¬ 
ance in ‘B-r. ‘B-2’ and ‘C’ class cities should be as 
admissible to Government servants, while in the ‘A’ 
class cities of Calcutta and Madras it should be 25% 
of pay and in Delhi and Bombay .it should be 30% 
of pay. The amount of house rent allowance which 
is admissible is calculated not on the actual pay but 
as prescribed percentage of the maximum of the 
salary scale. While the guideline is of general appli¬ 
cation it has been reported that in the State Trading 
Corporation and in the Indian Oil Corporation the 
percentage of house rent allowance has been fixed at 
35% of pay in all ‘A’ class cities. 

28. We feel that the rates of house rent allowance 
now in force for the civilian employees are inade¬ 
quate and for the majority of Government employees 
the prevailing level of rents undoubtedly entails an 
expenditure on housing which would be considerably 
in excess of the rent which they are normally expected 
to pay. The evidence received by us from the asso¬ 
ciations shows that acute distress has been caused on 
this account. Some official witnesses have urged that 
while no parity may be practicable with the emolu¬ 
ments of the employees of public sector undertakings 
on the one hand and the Government on the other, 
there should be no difference in the matter of various 
allowances. 

29. While we find it difficult to accept the kind of 

parity suggested above, we are aware of the acute pro¬ 
blem caused by the lack of adequate government hous¬ 
ing and by the inadequacy of the existing rates of 
house rent allowance and recommend as follows:_ 

(i) Government should take houses on long 
lease and make residential accommodation 


Class of city/town 

Rate of HRA 

1 . 

A, B-l and B-2 

15% of pay subject to a maxi¬ 
mum amount of Rs. 400 as 



house rent allowance. 

2. 

C Class 

7i % of pay subject to a maxi¬ 
mum amount of Rs. 200 as 
house rent allowance. 


(iv) The verification of rent receipts should be 
made compulsory in respect of all those 
exempted from the requirement at present, 
provided that those employees who are at 
present drawing HRA without the produc¬ 
tion of rent receipts, should be allowed this 
facility so long as they claim the same 
amount as HRA as they are receiving at 
present. Even the fresh entrants should be 
eligible for HRA at the existing rates if 
they are unable to produce rent receipts. 

(v) In hill stations and unhealthy and remote 
localities where a house rent allowance is 
now admissible under special orders, it 
should continue to be paid. Government 
may decide upon the appropriate rates. 

30. While dealing with the Compensatory (City) 
Allowance, we have recommended that certain locali¬ 
ties beyond the qualified cities, which have now been 
included within ‘urban agglomerations’ in the latest 
Census Report, should be treated as fo rmin g part of 
the main cities, and the CCA in such localities should 
also be paid at the same rate as in the main city. We 
do not propose extending the same concept to the 
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grant of the house rent allowance. House rent in the 
peripheral areas of a congerie of towns and cities is 
far lower than in the main town or city itself. Fur¬ 
ther, the municipal and other service taxes on resi¬ 
dences would also be lower in such peripheral areas 
and we would not therefore be justified in treating 
these areas in the same way as the main city for house 
rent allowance purposes. 

m. Housing Facilities 

31. Since the Second Pay Commission reported, 
the Government has added considerably to the number 
of residences available for allotment to their employ¬ 
ees. Although the provision of residential accommo¬ 


dation is not a condition of service for the civilian em¬ 
ployees, the Government has, as a welfare measure, 
constructed a large number of residential units for 
this purpose. The Railways, the Ministry of Defence, 
and the Posts & Telegraphs are responsible for the 
construction of residences for their employees while 
the Ministry of Works and Housing caters to the needs 
of all other departments in this respect in the major 
cities. The quarters under the control of the Ministry 
of Works and Housing arc known as the ‘general 
pool’. Individual Departments have also built a large 
number of residences for their employees. The pre¬ 
sent position in this respect and the position at the 
time of the Second Pay Commission are shown in 
the following table :— 


TABLE I 


Staff strength and number of quarters in 1970-71 
(Figures for 1957 are given in brackets') 


Department 

Class I &II Quarters 
strength 

Class III 
strength 

Quarters 

Class IV 
strength 

Quarters 

Total 

strength 

Quarters 

Percentage 

Civil Depart- - 
ments (other 
than those 
mentioned 
below) 

45,581 

(22,436) 

12,052 

(4,440) 

2,85,466 

(1,33,193) 

48,865 

(42,735) 

1,04,579 

(1,25,751) 

43,725 

(16,486) 

4,35,626 

(3,00,556)* 

1,04,642 

(63,661) 

24-0% 
(21 -2%) 

Railways 

7,740 

(3,334) 

3,895 

(2,080) 

5,71,718 

(3,54,416) 

1,97,164 

(1,22,642) 

7,80,577 

(6,39,496) 

3,25,681 

(2,40,197) 

13,60,035 

(9,97,262)£ 

5,26,740 

(3,64,919) 

38 -7% 
(36-6%) 

P &T 

3,564 

(3,417) 

880 

(116) 

2,86,177 

(1,49,166) 

15,480 

(5,439) 

80,056 

(54,257) 

3,877 

(3,359) 

3,69,797 

(2,04,840) 

20,237 

(8,914) 

5-4% 

(4-4%) 


56,885 

(27,187) 

16,827 

(6,636) 

11,43,361 

(6,36,775) 

2,61,509 

(1,70,816) 

9,65,212 

(8,19,504) 

3,73,283 

(2,60,042) 

21,65,458 

(1,502,658) 

6,51,619 

(4,37,494) 



29-6% 

(24-4%) 

22 -8% 

(26 8%) 

38 -6% 

(31-7%) 

30-0% 

(29-1%) 






TABLE 1(B) 








Staff strength and number of quarters in 1970-71 




Defence 

Civilians 

11,556 

45-2% 

5,225 

I 

1,71,540 32,137 

18-7% 

2,89,427 

11 

32,550 

•2% 

4,72,523 69,912 

14-8% 

14-8% 


(Note —Strength of staff is as on 31-3-70; Source : Census of Central Govt. Employees—D G E & T) 
♦Includes 19,176 unclassified, 
includes 16 unclassified. 


32. Full data in respect of Defence Civilians were 
not available to the Second Pay Commission, and 
therefore a comparison of the past with the existing 
position is not feasible. In the departments other than 
Defence more than 2 lakh residences have been added 
in the last 14 years. However, since the staff strength 
has also increased steadily, the percentage of satisfac¬ 
tion is not tangibly higher than what it was over a de¬ 
cade ago. On the whole, the proportion of staff hous¬ 
ed in government accommodation is still less than one- 
third of the total and the disparity in the percentage 
of satisfaction inter-se among the departments remains 
as wide as it was previously. While in the Railways 
as much as 38.7% of the staff have been provided 
with housing, the corresponding percentage in the 
P & T remains conspicuously low at 5.4%. 

33. The main demands of the various associations 
of Central Government employees in regard to hous¬ 
ing facilities can be broadly summarised as follows: 


(a) Government should ensure that every em¬ 
ployee is housed in a government residence. 
The existing provision is much too inade¬ 
quate and Government should undertake a 
crash programme of house building. 

(b) Government should encourage and assist 
the employees to build or acquire their own 
houses; and, the assistance should be of 
different kinds. 

(c) The rent now being charged for houses pro¬ 
vided by Government should be reduced. 

34. Though the construction of new residences in 
different departments is not even, there has been a 
considerable addition to the total pool of residential 
units. Some official witnesses stated that the Govern¬ 
ment should accept the responsibility for the proper 
housing of its employees. Howsoever desirable such 
an objective might be from the employees’ point of 
view, we do not consider it either feasible or necessary 
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for the Government to undertake to provide govern- 
- ment houses for 100% of the employees. The cost of 
building houses has gone up considerably. Further, 
many Government employees are single, or have their 
families staying elsewhere, and therefore do not need 
standard accommodation. Housing is, however, an 
essential welfare measure and adequate provision of 
it is a pre-oondition for increased efficiency on the 
part of the employee. Consequently, Government 
would have to redouble its efforts to build more houses. 
Among the actual types of construction the lower cate¬ 
gories should receive preference, and further, efforts 
should be made to bring down the unit cost of cons¬ 
truction so that the available funds could be utilised 
for the construction of a relatively larger number of 
houses. We find that at Delhi, in respect of quarters 


of Types III and IV, employees with the priority years 
of 1946 and 1944, respectively, are yet to get an allot¬ 
ment in their turn. The position is slightly better in 
respect of lower Types of accommodation and it is not 
bad in so far as higher Types of accommodation are 
concerned. The imbalance should be redressed, not 
only through a hetter distribution of fresh construc¬ 
tion, but also by restricting to the absolute minimum 
necessary, the out-of-turn and discretionary allotments. 

35. There is at present a very wide variation be¬ 
tween the demand and provision in respect of Govern¬ 
ment quarters at different places. The new construc¬ 
tion planned in the ‘general pool’ at these places does 
not also seem to be in proportion to the demand. The 
position in respect of the four major cities is given in 
the following table :— 


TABLE n 
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Housing Boards, Improvement Trusts, etc,, and make 
the houses built by those authorities available to the 
non-transferable government employees who are already 
in occupation of government allotments. The condi¬ 
tion would be that the employee would vacate the house 
allotted to him by the Government, and shift to the 
hire-purchase accommodation. The instalments due 
on it would be deducted from his salary and the owner¬ 
ship of the house would be transferred to him after 
the full value of the accommodation has been paid up. 
We think that there is merit in this suggestion because 
not only would the house vacated by the concerned 
employee become available to another who is waiting 
for his turn but the employee who moves into the 
accommodation obtained on hire-purchase basis would 
also come to own that house in due course by paying 
every month some extra amount over and above what 
he was paving earlier as rent for the government 
accommodation. 

41. A demand has also been made that the existing 
minimum of the house building advance, namely 
Rs. 4800 should be increased to Rs. 10,000 and a 
larger provision should be made in the budget for 
house building advances. As the amount of house 
building advance is calculated at 75 months pay (sub¬ 
ject to a maximum of Rs. 70,000) the minimum will 
automatically increase to over Rs. 10.000 as a result 
of the revised scales proposed bv us. We feel that 
assistance of this type is an essential welfare measure 
and the budgetary provision on this account should be 
increased to the extent feasible. 

42. The rules for recovery of rent for a Government 
allotment provide that rent (for licence fee as it has 
been lately termed) shall be the lesser of two amounts, 
namely (i) standard rent as calculated under F.R, 45-A 
and (ii) 10% (74% up to a pay -fdearness pay of 


Rs. 220) of the emoluments as defined .under F.R. 45- 
C. In the Railways, the Posts & Telegraphs and in 
respect of the General Pool accommodation in Delhi/ 
New Delhi it is the practice to determine standard 
rent on the average cost of all houses of one type or 
group of types irrespective of their date of construc¬ 
tion. As new construction is being added and since 
the cost of building is continuously increasing, the 
average arrived at for the pool as a whole keeps on 
increasing. The result is that if the standard rent for 
a particular type of house has been less than 10% 
(or 74% in some cases) of the emoluments, the con¬ 
cerned employee has to pay more for the same house 
with each re-calculation of the average standard rent 
subject of course to the limit of 10% (or 74%) of his 
emoluments. A demand has been made that flat rates 
should be fixed for each type of house and should not 
be varied to the disadvantage of the employee. It is 
difficult to concede this demand since it will operate 
harshly in the case of the employees who are in the 
lower half of the relevant pay range and who might 
thereby have to pay a higher percentage of their emolu¬ 
ments towards rent. Further, since the ceiling of 10% 
(or 74% as the case may be) of emoluments is opera¬ 
tive, no employee can have any reasonable objection 
to paying a rent within this ceiling determined accord¬ 
ing to a rational formula. 

43. Some of the associations have demanded that 
the rent recoverable should be reduced from 10% to 
74% of the emoluments. At present employees whose 
emoluments are less than Rs. 220 per month have to 
pay a maximum of 74% and the others 10%. The 
average standard rents for different types of accommo¬ 
dation controlled by the C.P.W.D. and the amount 
equal to 10% of the emoluments of employees, as they 
stand at present, are given in the following table :— 


TABLE m 



Type of Quarters 

Pay range of entitled 
officer (Rs.) (Pay+D.P.) 

Range of standard rent 
or pooled rent under 

FR 45A (Rs.) 

10% of pay as mid¬ 
point of Col. 2 
(Rs.) 

Rent at cost price to 
Govt, under FR 45B 
(Rs.) 

VIII 




3000—4000 

271 to 750 

350-00 

1462 

vn 




2250—3000 

219 to 326 

262-50 

1462 

VI 




1300—2249 

116 to 225 

177-50 

768 

V 




800—1299 

103 to 129 

105-00 

433 

IV 




500—799 

57 to; 81 

65-00 

237 

m 




350—499 

45 to 57 

42-50 

235 

ii 




175—349 

30 to 45 

26-20 at 10 % 
or 

19 -65 at 74% 

131 

i 




. Below 175 

21 to 25 

10-95 at 74% 

72 


Note :—The recovery would be a little more where a CCA is payable. 


It would be seen that there is a subsidy involved in the 
rent charged even on the standard rent based on FR 
45A which excludes the cost of the site and other 
charges. If the latter two factors are also taken into 
consideration, as is usual in commercial practice, and 
the rent calculated under FR 45B the subsidy involved 
in a Government allotment would work out to a still 
higher figure. Accordingly the employees who have 
been allotted Government residence are already at a 
great advantage compared to those—and these are in 
the majority—who have to live in hired private houses. 
This is specially so when we remember that such 


employees generally live in inferior accommodation as 
compared to their due entitlement and may be paying 
on the average far more than 10% of their salary as 
rent in large cities, etc. Out of this, only 15 per cent 
is reimbursed to them as house rent allowance in the A 
and B-l class cities. We do not wish to add to the 
already-wide disparity between the allottee and non¬ 
allottee in this matter. Accordingly, we do not think 
there is any justification for reducing the present per¬ 
centages of emoluments for purposes of house rent. 

44. There would be some increase in the rent pay¬ 
able, where the standard rent exceeds 74% or 10% 
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of the present emoluments, because the emoluments to 
be considered for the purpose of calculating the rent 
would go up as a result of our recommendation that 
the dearness allowance and the interim reliefs should 
be absorbed in basic pay. We feel the Government 
allottees should not grudge this small increase. We, 
however, recommend that the pay limit up to which the 
rent is recoverable at li% should be raised from 
Rs. 220 to Rs. 300, in the revised pay structure. 

45. The employees’ unions as well as the service 
associations have represented that the recommendation 
of the Second Pay Commission that preference should 
be given in the allotment of houses to those who are 
transferred from one place to another, has not been 
implemented. We have been informed that the Gov¬ 
ernment did not consider it desirable to give such a 
preference in view of the likely criticism from the non- 
transferable employees waiting for allotments at a 
particular station. We have felt that the transferable 
employee is at a particular disadvantage since he cannot 
wait indefinitely for an allotment in his turn. There 
are also Central Government employees who are trans¬ 
ferred regularly from one station to another every three 
or four years in the interest of service. Officers posted 
to headquarters organisations of their respective depart¬ 
ments are also transferred after the completion of the 
tenure of three to five years. In respect of both these 
categories it would be practicable and indeed desirable 
to establish pools, by setting apart an adequate number 
of houses for allotment to them. We recommend 
accordingly. We understand that this has already been 
done at Delhi in the case of All India Service officers 
who serve in Delhi under the Central Government or 
under the Delhi Administration on a fixed tenure. 

46. The Association of the civilian employees of the 
Defence Ministry have complained that those who are 
posted in Delhi Cantonment and some other areas 
around Delhi are not at present entitled to share in the 
general pool of accommodation in Delhi. A demand 
has been made on their behalf that they should be 
included with other staff in Delhi and made eligible for 
general pool accommodation. It happens that the 
responsibility for providing accommodation for the 
Defence Civilian employees is that of the Ministry of 
Defence. We understand that an effect has been made 
to provide government residences to such employees 
up to 15% of the strength. This is a figure which 
compares very unfavourably with the percentage avail¬ 
able to other Central Government employees in Delhi 
We recommend that the Ministry of Defence should 
look into this grievance and increase the housing faci¬ 
lities. Government might also examine the feasibility 
of sparing some general pool houses near the canton¬ 
ment area for these employees and for other employees 
wh ? are similarly placed. We are not, however in a 
position to recommend that the employees in question 
should be grouped with other Central Government 
employees. 

IV. Rent-Free Quarters 

47. The practice of providing quarters, free of rent 
to certain categories of Government employees has been 
m vogue for a long time. Where rent-free quarters 
have not been provided to any of the employees who 
are entitled to this concession, there is provision for 
payment of compensation in lieu of rent-free quarters. 


Generally the primary consideration for the grant of a 
rent-free residence is that the concerned officials are 
required, for the proper discharge of their duty, to 
reside on or near the premises where they work. An¬ 
other consideration in certain cases has been that, but 
for the extension of this concession, a higher scale of 
pay or a special pay or a compensatory allowance of 
some kind or other would have to be granted. 

48. The First Pay Commission, while not suggesting 
any change in the policy followed in this regard, recom¬ 
mended that in the case of future recruits the Govern¬ 
ment should definitely restrict the grant of the conces¬ 
sion to the categories who fully satisfied the general 
conditions prescribed.* The Second Pay Commission 
expressed the view that it is desirable that a Govern¬ 
ment residence should be provided where it is necessary 
that an employee should live on or near the premises 
where he works, for the efficient discharge of duty, but 
such a residence should be rent-free only if the nature 
of his duties or the conditions under which these have 
to be performed are such that a higher scale of pay or 
special pay etc. would have to be granted but for the 
concession of a rent-free house. Following this 
approach, the Commission recommended that in future 
an employee should not be admitted to the concession 
unless the principle enunciated was satisfied. With 
regard to those emplovees who were at the time of the 
report in enjoyment of the concession it recommended 
as follows :— 

(i) Class IV staff outside the Railways who 
were in enjoyment of the concession on the 
ground that they did so before 1st October, 
1952, should not be deprived of it. 

(ii) Class TV Railway staff who were in enjoy¬ 
ment of the concession on the date of its 
report, should continue to enjoy it. 

(iii) The extension of this concession to certain 
categories of staff in the Posts & Telegraohs 
Department such as postmasters, sub-nost- 
masters, branch postmasters and linemen, 
was justified and should continue.! The 
Government accepted these recommenda¬ 
tions. 

We consider the criteria laid down by the Second 
Pay Commission, and accepted by the Government, 
as sound. No change is, therefore, called for in the 
policy followed in this regard. 

49. On a rough estimate about 3.5 lakhs of emplo¬ 
yees are in enjoyment of this concession. The largest 
component in this group (a little over 2 lakhs) is 
made up of the police personnel in the Central Re¬ 
serve Police Force, the Border Security Force, the 
Central Industrial Security Force, the Indo-Tibetan 
Border Police, etc. The second largest group are the 
Railway employees who continue to enjoy the rent- 
free concession in terms of the recommendations of 
the Second Pay Commission. Their number at pre¬ 
sent is about one lakh which is diminishing with pro¬ 
gressive retirements. The Railways have not extend¬ 
ed this concession to any other category, nor is it 
their intention to do so. Some 16,500 P&T officials 


* Para 77, page 49. 

tParas 3 and 4, Pages 370—371 of the Reports. 
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comprising Telegraph Masters, Postmasters, Sub-Post¬ 
masters, Branch Postmasters, etc., are eligible for rent- 
free quarters. In addition, some 6,500 linemen of the 
Telegraphs Branch are exempted from the payment of 
rent when quarters are provided, though the provision 
itself is not obligatory. In the Ministry of Defence, 
Technical Foremen. Technical Assistant Foremen and 
Technical Chargemen in the Ordnance Factories, Re¬ 
ligious Teachers in the Army, Civilian Drivers in the 
Transport Companies and Nursing personnel, number¬ 
ing roughly 6,500 are. eligible for rent-free accommo¬ 
dation. Medical and Para-Medical personnel, War¬ 
dens, and House-keeping staff in Government Hotels 
and Hostels, managerial and other essential, staff in 
Government presses, staff of the All India Radio posted 
in remote places have also been granted this conces¬ 
sion. 

50. The compensation paid when such quarters are 
pot provided, even though prescribed as a condition of 
service, varies from department to department. 

(a) In the police formations it is generally only 
the personnel below gazetted rank who are entitled 
to this concession. When not provided with quarters 
they are eligible to draw the actual rent paid for the 
hired accommodation, subject to a maximum of 10% 
of the pay. The 10% limit applies to the unclassi¬ 
fied as well as to the classified towns and no further 
HRA is paid at rates applicable to other civilian em¬ 
ployees. In the Intelligence Bureau, and in the Cent¬ 
ral Bureau of Investigation, gazetted as well as non- 
gazetted officials are entitled to rent-free accommo¬ 
dation. Compensation in lieu of such quarters has 
been determined according to prevailing local condi¬ 
tions, or on the basis of the ‘confrere’ principle viz., 
the conditions should be the same as those applicable 
to police officials of the States where the officials are 
posted. Further, State police officials who are 
brought over on deputation carry their earlier condi¬ 
tions with them. 

(b) In the Railways the general practice is to pay 
to the non-gazetted employees, an allowance in addi¬ 
tion to the HRA (where admissible), at certain pres¬ 
cribed rates subject to a maximum of Rs. 50/- 
where the pay does not exceed Rs. 500/- per month 
and at the rate of 10% of pay where the pay exceeds 
Rs. 500/- per month, provided the allowance plus the 
house rent allowance claimed under the usual rules 
does not exceed the amount actually paid as rent. 

(c) In the Posts and Telegraphs Department the 
compensation in lieu of quarters is generally at the 
rate of 10% of pay in the unclassified towns. In the 
classified cities and towns, compensation is paid, in 
addition to the H.R.A. admissible under the normal 
rules, at the following flat rates :— 

(i) Higher Selection Grade and Lower Selection 
Grade Postmasters/Telegraph Masters in¬ 
charge of Telegraph Offices .. Rs. 10/- 
p.m. 

(ii) Time-scale Postmasters/Telegraphists in¬ 
charge of Telegraph Offices.. Rs. 5/- p.m. 

(iii) When no quarters are provided to the Line¬ 
men of the Telegraph Branch an allowance of 
Rs. 4/- per month is given in unclassified 


towns and an extra amount of Rs. 2/- p.m. 
is added to the normal House Rent Allowance 
entitlement in the classified cities and towns. 

(d) In other departments, ad hoc provisions have 
been made in certain cases, while no specific provi¬ 
sions exist in respect of the others. 

51. We note that at present there is no uniformity 
in the compensation that is allowed where a Govern¬ 
ment residence is not actually provided to the offi¬ 
cials who are eligible to it on a rent-free basis. We 
think that certain guide-lines should be followed so 
as to bring about uniformity in this matter, in the 
various Departments. As a general proposition it 
seems reasonable to provide that the quantum of such 
compensation should correspond to the amount 
deducted as house rent for government accommoda¬ 
tion, from the employees not entitled to rent free 
accommodation. In the classified cities, this amount 
should be in addition to the house rent allowance 
which would be admissible to the corresponding em¬ 
ployees. In both cases the total amount so payable 
should not exceed the amount actually paid by the 
employees as house rent. We recommend accord¬ 
ingly. The revised rules should apply only to those 
who are able to produce actual rent receipts. In other 
cases the existing rates would continue to apply. 

52. As for the Linemen in the Posts and Telegraphs 
Department, in view of the general increase in rents, 
we recommend that the compensation should be en¬ 
hanced to Rs. 10/- in the unclassified towns: the same 
amount should be paid in addition to the usual HRA 
in the classified cities and towns also: in both cases 
the amount will be subject to the condition men¬ 
tioned above. 

V. Other Compensatory Allowances 

53. Apart from the comoensatorv feitv) allowance 
and house rent allowance. Central Government em¬ 
ployees are allowed certain compensatory allowances 
on account of the peculiar local difficulties. The 
following table indicates the details of these allow¬ 
ances. the number of beneficiaries and the total ex¬ 
penditure during 1970-71 : 

TABLE IV 


Particulars of Allowance 

Number of 
civilian emp¬ 
loyees drawing 
the allowance 

Expenditure 

durine 

1970-1971 

Hill Compensatory Allow¬ 
ance (including Winter 

(In lakhs) 

(In lakhs of Rs.) 

Allowance) 

0 47 

112-00 

Bad Climate Allowance 

0-08 

12-22 

Project Allowance . 
Remote Locality Allowance, 
Border Area Allowance & 

0-07 

43-73 

Disturbed Area Allowance 

0-16 

42-32 

Total. 

0-78* 

210-27@ 


•Excludes civilians in Defence Sendees. 

©Includes expenditure on Civilians in Defence Services, 
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54. The hill compensatory allowance is granted to 
Government employees as a compensation for the 
higher cost of living at hill stations owing to the 
higher cost of most of the essential commodities, and 
the relatively low temperatures prevalent there neces¬ 
sitating increased expenditure on warm clothing and 
fuel. The compensation is in the form of a hill 
compensatory allowance, which is admissible through¬ 
out the year, and a winter allowance, which is 
admissible during winter months only. The rates for 
grant of the hill compensatory allowance and the win¬ 
ter allowance presently* in force are as under :— 

(1) HILL COMPENSATORY ALLOWANCE 


(I) (2) (3) 


(;/') Hill stations situa- Up to Rs. 870 
ted at a height of 
1500 metres or 
more 


10% of pay subject 
to a minimum of 
Rs. 10 and a maxi¬ 
mum of Rs. 25. 


Rs. 871 and 
above 


Amount by which 
pay falls short of 
Rs. 895. 


Note : —(1) In both the above cases winter allowance is admi¬ 
ssible for six months from October to March at 
stations North of the Tropic of Cancer and for four 
months (16th November to 15th March) at stations 
South of that latitude. 


Station 

Pay per month 
(inclusive of 
Dearness Pay) 

Rate of Hill Com¬ 
pensatory Allowance 

0) 

(2) 

(3) 

(/) Hill stations situa¬ 
ted at a height of 
1000 metres or 
more above sea 
level but below 
1500 metres. 

Up to Rs. 870 

5% of pay subject 
to a minimum of Rs.5 
and maximum of 
Rs. 10. 

(»7) Hill Stations situa¬ 
ted at a height of 
1500 metres or 
more 

Rs. 871 and 
above 

Amount by which 
pay falls short of 
Rs. 880. 

(a) Stations which 
are either State 
Capitals or have 
a permanent 

population of 
40,000 accord¬ 
ing to the last 
census. 

Below Rs. 150 

10% of pay subject 
to a minimum of 
Rs. 7 -50 and a maxi¬ 
mum of Rs. 12 -50. 


Rs. 150 to 870 

8% of pay subject 
to a minimum of 
Rs. 12-50. 


Rs. 871 and] 
above 

Amount by which 
pay falls short of 
Rs. 939-60. 

( b) Other stations 

Below/Rs. 250 

74 % of pay subject 
to a minimum of 
Rs. 6 and a maxi¬ 
mum of Rs. 15. 


Rs. 250 to 870 

6 % of pay subject to 
a minimum of Rs. 

15 .and a maximum'' 
of Rs. 20. 


Rs. 871 and 
above 

Amount by which 
pay falls short of 
Rs. 890. 

(2) WINTER ALLOWANCE 

(/) Hill Stations situa¬ 
ted at a height of 

1300 metres or 
more but below 
1500 metres. 

Up to Rs. 870 

5% of pay subject 
to a minimum of 
Rs. 5 and a maxi¬ 
mum of Rs. 12 -50. 


Rs. 871 and 
above 

Amount by which 
pay falls short of 
Rs. 882 -50. 


♦w.e.f. 1-2-1969. 


(2) Employees posted in Shillong on or after 1-6-1966 
and drawing pay (plus Dearness Pay) over Rs. 500 
and up to Rs. 870 get hill compensatory allowance 
of Rs. 40/- p. m. only with marginal adjustments. 

55. It has been represented that the rates of hill 
compensatory allowance should be improved on 
account of the increased costliness of the hill stations. 
Some of the unions have also suggested that the hill 
compensatory allowance should be paid at the same 
rates as are applicable to the State Government em¬ 
ployees. We are unable to accept this suggestion, be¬ 
cause the rates of hill compensatory allowance vary 
among the various State Governments and further, the 
rates of these allowances have to be related to the 
rates of pay admissible to the employees whether under 
the Central Government or under the State Govern¬ 
ments. We do not also find it possible to accept the 
suggestion that the hill compensatory allowance should 
be granted on the basis of height-CH/w-distance from 
the plains. We feel that compensation for service in 
remote localities should continue to be in the form of 
a remote locality allowance and it would not be sound 
to introduce this factor in a scheme for the grant of 
compensation at hill stations. 

56. The Hill Compensatory Allowance is presently 
admissible at stations which are situated at a height 
of 1000 metres or above. In respect of the hill 
stations situated at a height of 1500 metres or more, 
a further distinction has been made between those 
which are either State Capitals or have a permanent 
population of 40,000 or more and other stations. _ As 
bigger hill stations generally have greater facilities 
in the matter of regular supplies of goods and 
essential commodities than are available in a small 
station, we do not consider it necessary to continue 
the existing differential rates of hill compensatory al¬ 
lowance depending upon the size of the population of 
the hill station or whether it is a State Capital. We 
consider that for grant of differential rates of hill com¬ 
pensatory allowance height of the hill station alone 
should be the criterion. We, therefore, recommend 
that for the purpose of grant of hill compensatory al¬ 
lowance the hill stations should be classified into the 
following categories with reference to their height :— 

(1) Hill stations situated at a height of 1000 
metres or more but below 1500 metres, and 

(2) Hill stations situated at a height of 1500 
metres or above. 


-lMofFin/73 
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57. At present the rates of hill compensatory al¬ 
lowance are linked with the rates of the compensatory 
(city) allowance for A, B-l and B-2 class cities. 
However, while the compensatory (city) allowance is 
admissible to all the employees in the A and B-l class 
cities and up to the pay limit of Rs. 620 in B-2 class 
cities, the hill compensatory allowance is restricted 
to those getting pay up to Rs. 870 p.m. We feel 
that since the hill compensatory allowance is also in the 
nature of a compensation for the higher cost of living, 
all employees posted there, irrespective of the pay 
drawn, should.be paid the hill compensatory allowance, 
wherever admissible. We accordingly recommend that 
the hill compensatory allowance should be paid to all 
employees at the following rates :— 

(i) At hill stations situated at a height of 1500 
metres or more as per the rates of compen¬ 
satory (city) allowance applicable in A class 
cities. 

(ii) At hill stations situated at a, height of 1000 
metres or more but below 1500 metres as per 
the rates of compensatory (city) allowance 
applicable in B-l class cities. 

58. We recommend that the winter allowance which 
is intended to subsidise the additional expenditure 
incurred during winter months on fuel, heating, cloth¬ 
ing,. footwear, etc. by the employees posted at hill 
stations should continue as an additional compensation. 
We think that having regard to the higher expenditure 
on these items the rates of the winter allowance need 
improvement and we accordingly recommend that 
winter allowatice should be paid at the following rates 
to all employees getting a pay up to Rs. 1250 per 
mensem :— 

Station Rate of allowance 

1. Hill stations situated at Same rate as for compensatory 

a height of 1000 metres or (city) allowance in B-l Class 
more but below 1500 cities subject to a minimum of 
metres. Rs. 10 and a maximum of 

Rs. 25 per mensem. 

2. Hill stations situated at Same rate as for compensatory 

a height of 1500 metres (city) allowance in A class 
or above. cities subject to a minimum of 

Rs. 15 and a maximum of Rs. 

40 per mensem. 

59. Some of the unions have represented that the 
winter allowance at stations to the south of the Tropic 
of Cancer should also be paid for a period of 6 months 
as in. the case of stations situafed to the north of the 
Tropic of Cancer. As the duration of the winter is 
shorter in the southern part of the country, we do not 
recommend any change in the existing position. 

60. A bad climate allowance is granted to Central 
Government employees to compensate them for the 
rigours of service in areas which have a, bad climate. 
The allowance is granted only at those places which 
have been declared by the State Governments concern¬ 
ed as bad climate areas and where bad climafe allow¬ 
ance is granted by the State Governments to their own 
employees. However, the rates of these allowances 
for the Central Government employees differ from 
those fixed by the State Governments for their emplo¬ 
yees. There are two different rates of bad climate 


allowance for. Central Government employees; the 
higher rate which is the same as the rate for compen¬ 
satory (city) allowance in ‘A’ Class cities, and the lower 
rate which corresponds to the rate for compensatory 
(city) allowance applicable in B-2 Class cities but the 
maximum amount of the allowance has been restricted 
to Rs. 49.52 and Rs. 10.00 per mensem respectively. 
The upper pay limit for grant of the bad climate allow¬ 
ance in both the. cases is Rs. 620 per mensem only. 
No definite criterion has been prescribed for the grant 
of the lower or the higher rates of bad climate 
allowance. 

61. We recommend that the bad climate allowance 
at all localities classified as bad climate areas should 
be granted to employees getting pay up to Rs. 900 per 
mensem. Further, this allowance should be paid as 
per rates applicable for compensatory (city) allowance 
in ‘B-l’ Class cities. We recommend that the present 
practice of paying the bad climate allowance to Central 
Government employees at those plages where the State 
Governments allow a similar allowance to their own 
employees should continue. 

62. Central Government employees working at 
undeveloped and out of the way places in connection 
with the construction of major projects are granted a 
Project or Construction allowance. The allowance is 
given in respect of Central Government projects and 
also, at places, where there may be State Government 
projects. It is intended primarily to compensate the 
staff for the, lack of amenities such as housing, schools, 
markets, dispensaries at the project sites. The allow¬ 
ance is withdrawn in a phased manner as and when the 
various amenities become available at or near the pro¬ 
ject site. The phased withdrawal usually takes place 
over a period of 3 years. Generally the allowance is 
sanctioned only for large projects, which involve the 
establishment of a large construction organisation and 
where the construction is spread over a number of 
years. Only such of the staff as are employed on the 
project and reside within the project areas or in a nearby 
locality, are eligible for grant of this allowance. If 
may also be granted to such Central Government staff 
of other departments as have their offices located ir 
the project area for the work of the project provided 
they also reside within the project area or in a nearby 
locality. No specific rates for the grant of the allow¬ 
ance have been prescribed, but it is subject to the 
following ceilings :— 

Pay range Rate 

Below Rs. 100 . .25% of pay 

From Rs. 100 to Rs. 300 20% of pay 

From Rs. 301 to Rs. 500 20% of pay subject to a mini¬ 

mum of Rs. 62-50 and a maxi¬ 
mum of Rs. 85/-. 

From Rs. 501 to Rs. 600 . Rs. 100/- 

From Rs. 601 to Rs. 699 . Rs. 120/- 

From Rs. 700 to Rs. 1299 Rs. 125/- 

From Rs. 1300 to Rs. 1599 Rs. 150/- 
Rs. 1600 and above . Amount by which pay falls 

short of Rs. 1749. 

63. It has been urged that the project allowanc 
should be admissible to Central Government employee 
at the same rates at which such an allowance is grante 
by the State Governments to their own employee 
Further, it has been stressed that the project allowanc 
should be sanctioned simultaneously to Governmei 
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employees of all Ministries/Departments working at the 
same project site instead of the present practice of the 
allowance being sanctioned by different Ministries at 
different times. We are unable to accept the demand 
for linking the rates of Project Allowance for Central 
Government employees with those of the State Govern¬ 
ments. These rates have to be fixed in relation to 
Central Government scales of pay. We, however, con¬ 
sider that the Project Allowance to the Government 
employees belonging to various departments but work¬ 
ing at the same project site should be sanctioned from 
the same date. We accordingly recommend that:— 

(i) In respect of Central Government projects, 
orders should be issued centrally by the 
Government so that there is no time lag in 
the grant of the project allowance to the 
affected employees of the various Ministries/ 
Departments. 

(ii) In respect of State projects, Central Govern¬ 
ment employees should be given the project 
allowance from the date they join their duties 
at the project site if State Government 
employees are already getting the project 
allowance. 

64. As regards the revised rates for the grant of the 
allowance, we would leave it to the Government to 
determine these taking into account the revised rates 
of pay, rates for other compensatory allowance, etc. 

65. It has been urged by the unions and associations 
that the project allowance should not be withdrawn, 
but be. merged with pay, as the employees experience 
hardship when the allowance is withdrawn. We are 
unable to accept the demand for the merger of project 
allowance with pay as this would go against the very 
rationale for the grant of this allowance. We, however, 
recommend that the process of withdrawal of the pro¬ 
ject allowance in a phased manner should begin only 
after certain amenities bv way of provision of schools, 
markets, medical facilities and reasonable housing 
facilities have become available within the project area 
or in its proximity. In fact the phased reduction in 
the quantum of the project allowance or its final with¬ 
drawal should be linked with the progress made with 
the provision of the above mentioned facilities and 
amenities. 

66. Central Government employees are granted 
remote locality allowance, difficult terrain /border 
allowance and disturbed area allowance at certain 
places because of the exceptional combination of 
circumstances which make living conditions both rigo¬ 
rous and expensive or which call for extra effort from 
the Government employees, thereby increasing the 
onerousness of the tasks to be performed. Some of 
these allowances are :— 

(1) Assam Compensatory Allowance; 

(2) Border Special Allowance admissible in 
Uttarkhand Division of Uttar Pradesh; 

(3) Special Allowance admissible at Chini/Pangi, 
at Lahaul & Spiff in Himachal Pradesh and 
in North East Frontier Agency (now 
Arunachal Pradesh); 

(4) Trioura Allowance; and 

(5) Disturbed Area Allowance admissible in Mizo 
Hills and hill areas of Manipur. 


The rates of these allowances differ from area to area 
and the Central Government generally follow the State 
Governments in the matter of classification of an area 
for the grant of these local allowances. We recommend 
continuance of this practice. It is not feasible for us 
to lay down any uniform rates for the grant of these 
allowances at different places as the local conditions 
vary. We would, therefore, leave it to the, Government 
to decide whether the existing rates need revision in the 
light of the revised scales of pay and the new rates of 
compensatory allowances recommended by us. 

VI. AD India Transfer Liability Allowance 

67. Several unions and service associations repre¬ 
senting employees have cited the liability to be trans¬ 
ferred to any place in India as one of the reasons in 
support of their demand for higher emoluments. Many 
unions have asked for a separate 'allowance as compen¬ 
sation for this liability. It has been argued that trans¬ 
fers even within a restricted zone entail a good deal 
of hardship and disturbance and put the Government 
servant to extra expense because of the inadequacy of 
the allowances admissible on transfer; further, that on 
transfer to a distant area, these hardships multiply as 
the education of children is dislocated, especially if 
they have to be put in a school having a different 
medium of instruction apd the family as a whole experi¬ 
ences difficulties in adjustment due to variations in food 
habits and social customs. 

68. Similar demands were made before our prede¬ 
cessor Commissions. On a suggestion from the Comp¬ 
troller and Auditor-General, the First Pay Commission 
recommended the grant of a special pay to certain 
categories of staff of the Indian Audit and Accounts 
Department who were subject to frequent transfers all 
over India. During 1947-48, Government issued several 
orders allowing compensatory allowance at the rate of 
10% of basic pay to certain categories of personnel of 
the Indian Audit and Accounts Department, Defence 
Accounts Department and P&T Accountants’ Cadre 
on account of their liability for service all over India. 
However, these orders were withdrawn with effect from 
1st August, 1954, on the ground that there was basically 
no justification for the grant of this allowance and that 
such additional remuneration had not been granted to 
several other categories of employees who were also 
liable to be transferred anywhere in India which 
amounted to discrimination as between employees 
similarly placed. 

69. On this subject, the Second Pay Commission* 
expressed the following views : 

“Revival of a system of additional remuneration 
throughout service, whether in the form of a higher 
pay, special pay, all-India transfer liability 
allowance, or disturbance allowance, irrespective 
of whether there is transfer or 1 not, must be ruled 
out straightaway. Compensation sought for 
expenditure and inconvenience involved in trans¬ 
fers should obviously not be payable irrespective 
of whether a transfer takes place. Any such 
system would be the more indefensible because, 
ns pointed out earlier, many of those liable to all- 
Tndia transfers are not actually transferred; and 
some are transferred more or less frequently than 

•Para 44 of Chapter XXXIV of its Report. 
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others. In such a situation, a higher scale of pay 
conferring permanent benefits extending even to 
pension and gratuity, would be particularly 
objectionable.” 

The Second Pay Commission* also did not favour, in 
the event of transfer to a place in another jurisdiction 
or zone, the grant of any special allowance either of 
a recurring nature or in a lump sum because “it is not 
only transfer from one jurisdiction to another that 
involves inconvenience and additional expenditure, but 
also a transfer within a jurisdiction.” It thus pointed 
out that the hardship and difficulties caused due to 
transfers should be compensated by the provision of 
adequate allowances for the incidental expenditure in 
connection with the transfer, leave trayel concessions, 
provision of adequate educational facilities for the 
children of Government employees and preferential 
treatment in the matter of accommodation to the 
employees subject to transfers all over India. 

70. We find that it is customary to specify in the 
order of appointment of practically all the categories 
of Government servants, including Class IV personnel, 
that their services are liable to transfer all over India. 
In actual practice, however, it is only in the case of 
officers in Class I and Class II that transfers anywhere 
in India, are fairly general. In their case, this factor 
has been taken into account in fixing the pay scales. 
On the other hand, only a small proportion of Class III 
staff and only a negligible number of Class IV staff are 
subjected to such transfers. The typical Class III and 
Class IV categories who are actually transferred all over 
India are the employees serving in departments having 
large field establishments, members of the Central police 
forces and staff serving in the survey, investigation and 
inspection wings of the Ministry of Food and Agricul¬ 
ture, Programme Evaluation Organisation, National 
Sample Survey Organisation, Survey of India, Geolo¬ 
gical Survey of India, etc. and in the Defence Accounts 
Department. 

71. We do not favour a special pay to be granted 
throuehout service to compensate for the liability of 
transfer anywhere in India, which is at best a contin¬ 
gent one. Since the frequency of transfers is likely to 
vary widely from one individual to another even within 
the same category of employees, a recurring allowance 
would operate unevenly, being unduly favourable for 
some and distinctly unfavourable for others. 

72. As regards hardship and dislocation caused by 
transfers within limited zones, compensation to the 
extent necessary is provided through the provisions 
governing grant of transfer T.A. The question that 
remains to be considered is whether any allowance 
should be paid in lump sum or on a monthly basis, if 
and when the transfer of a Class III or Class TV 
employee actually takes place outside the home State or 
‘home jurisdiction’. The Board of Arbitration which 
recentlv considered the claim made bv the transferable 
Class III and Class IV staffs of the Defence Accounts 
Department, allowed the demand for the grant of all- 
India transfer liability allowance at 10% of the basic 
pay in the event of their transfer outside the jurisdic¬ 
tion of the ‘home-Controller’. In accordance with this 
Award, Government issued orders in October. 1970, 
defining the term ‘home-Controller’ in terms of areas 

*Para 45 of Chapter XXXTV of its Report. 


and zones and allowing with effect from 1-1-1970 the 
grant of all-India transfer liability allowance at 10% 
of basic pay to employees transferred outside the 
jurisdiction of the ‘home-Controller’ unless the transfer 
was at the request of the employee, or to his home 
State, or it did not involve change of station or promo¬ 
tion to a higher grade. The position now is that only 
the Class III and Class IV employees of the Defence 
Accounts Department are entitled to this allowance. 

73. Most senior civil servants who have expressed 
views on this subject are of the opinion that transfers 
of Class III and Class IV staffs should be avoided as 
far a,s possible because these employees are put to real 
difficulties in establishing themselves at the new place 
of posting. Some, like the Comptroller and Auditor- 
General, are also of the view that a transfer liability 
allowance should be given to compensate employees 
for factors like difference in regional languages requir¬ 
ing children to be educated elsewhere and the necessity 
for maintaining two establishments for a time. A few 
witnesses have preferred compensation being provided 
in the form of a lump sum grant at the time of each 
transfer to the grant of a regular allowance throughout 
the period the person remained posted outside the 
‘home’ zone. The Controller General of Defence 
Accounts, who favoured the grant of this allowance, 
pointed out anomalies resulting from the operation of 
the existing orders with regard to ‘home’ zones in the 
case of the employees of the Defence Accounts Depart¬ 
ment. For instance, a person employed in the Eastern 
Command Area on transfer from Patna to Nagaland 
is not entitled to the allowance, because he continues 
to remain under his ‘home-Controller’, but another 
transferred from Patna to Gorakhpur will be entitled to 
the all-India transfer liability allowance if the other 
conditions were satisfied. In some cases, an inter-zonal 
or inter-jurisdictional transfer might involve only a short 
move and within the same linguistic region, while 
another within the same zone or jurisdiction might 
result in a longer journey to a place in a different lin¬ 
guistic area. The hardship involved in a transfer also 
depends upon the difficulty or relative ease with which 
it is possible to get reasonable accommodation at the 
new place of posting. We do not think that the hard¬ 
ship caused on transfer is relatable only to the distance 
involved or to the fact that it is inter-regional or inter¬ 
zonal in character. In fact, so many variables are 
involved that it is not feasible to lay down a set of well- 
defined and readily applicable criteria for the grant of 
this allowance which would work out rationally in the 
circumstances of each case. 

74. The factors resulting in hardship to the Govern¬ 
ment employees at the time of transfer are well-known. 
The more appropriate course would be to take effective 
measures to mitigate hardship and to meet the genuine 
needs of the employees rather than grant a recurring 
monetary compensation for as long as the employee 
remains posted outside his home State or ‘home 
jurisdiction’. We have kept this in mind in formulating 
our recommendations on the allowances admissible on 
transfer, leave travel concessions, children education 
allowance, and measures to improve the housing situa¬ 
tion for Central Government employees and the grant 
of house rent allowance. Government should also 
give preference to the employees, who are transferable 
in the matter of allotment of Government accommoda- 
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lion. We feel that these steps would go a long way 
in mitigating the difficulties resulting from a transfer 
which are cited in support of the demand for the all- 
India transfer liability allowance. 

75. Finally, we wish to draw attention to the review 
which will be called for of the rate at which the all-India 
transfer liability allowance is being sanctioned under 
the orders of October, iy70. Under these orders, only 
the basic pay is taken into account while calculating 
the amount of the allowance, and all other elements 
like deafness pay, special pay, etc. are excluded. With 
the coming into force of the revised scales of pay 
recommended by us, the quantum of the allowance if 
calculated at the same percentage as before will go up 
sharply. We feel that such an increase would be largely 
fortuitous and not justified by the needs of the situa¬ 
tion, which originally led to the grant of the allowance. 
We would, therefore, recommend that with the coming 
into force of the proposed scales of pay, the rate for 
purposes of calculating the amount of the all-India 
transfer liability allowance should be reduced from 10% 
to 71% till such time as these orders continue to remain 
in force. For the reasons already stated, we are not 
in favour of extending this allowance to other categories, * 

VII. Risk Allowance 

76. Through our questionnaire (Item 58 ix) we had 
invited observations regarding the conditions of eligibi¬ 
lity for the grant of the danger allowance or quantum 
thereof in cases warranting tile grant of such ap allow¬ 
ance. From the replies received and the subsequent 
evidence tendered by the employees’ unions, we hnd 
that a number of categories of Central Government 
civilian employees are exposed to certain hazards in 
the course of their duties. These categories are: 
preventive staff of the Customs department, para medi¬ 
cal staff, particularly those working in infectious 
diseases wards etc., staff exposed to X-rays and other 
injurious types of radiation, electricians and wiremen 
working on high tension lines, laboratory staff handling 
pathogenic organisms or corrosive, toxic apd poisonous 
chemicals, certain categories of press workers coming 
in contact with lead or lead fumes, railway staff work¬ 
ing in marshalling yards or engaged in shunting opera¬ 
tions etc. There are certain other categories of 
employees who are more liable to injury or accident 
than the average civilian e.g. the police personnel 
including those employed in the Border Security Force 
and the Central Reserve Police, fire-fighting staff and 
those working in the ammunition factories etc. The 
list is only illustrative and not exhaustive and is intend¬ 
ed to convey an idea of the general categories of per¬ 
sonnel involved in hazardous duties. We are not deal¬ 
ing here with the Defence combatant personnel who 
constitute a special class. 

77. The general demand of the unions of these cate¬ 
gories of employees is for grant of a danger allowance 
as a percentage of monthly pay or as a fixed monthly 
amount. Some Unions have suggested that the emplo¬ 
yees performing hazardous duties should be insured a,t 
Government cost. 

78. According to the information furnished to us by 
the departments, we find that very few categories are 
at present in receipt of a hazard allowance. The 
Second Pay Commission had recommended that certain 
unskilled staff employed in Defence factories or work¬ 


shops of other Government departments, whose work 
is exceptionally heavy, or whose normal duties involve 
special risks, such as those of chemical process workers 
or of employees who have to handle explosives, should 
be given a special pay of Rs. 3/- per month. Accord- 
ingly, the staff in the Defence and Railway Ministries 
numbering about 15,000 and 7000 respectively have 
been given this allowance. (The number of 
staff receiving this allowance in the other Minis¬ 
tries is only about 20). The allowance has been 
extended also to sweepers working in underground 
sewers and in infectious diseases hospitals. For 
all these unskilled categories, we have already* 
recommended the grant of speciaf pay at the rate 
of Rs. 10 per month. 

79. Apart from the unskilled staff, certain other 
categories in the Defence establishments, who handle 
ammunition and explosives, are entitled to an 
allowance at varying rates. The customs preventive 
staff, including the officers, are also in receipt of a 
compensatory allowance at varying rates. A special 
pay of Rs. 10 per month is given to certain semi- 
skilled operatives working in the boiler house; or in 
cold storage plants under the Delhi Milk Scheme. 

80. The question arises whether any special con¬ 
sideration needs to be attached to the semi-skilled or 
skilled posts or posts of a supervisory nature, which 
may involve relatively greater risks and if so, whether 
it would be appropriate to recognise and provide for 
such risks by grant of a higher scale of pay, or by 
grant of a special pay or compensatory allowance. 
We feel that except in the case of the unskilled cate¬ 
gories, for whom we have recommended the grant of 
special pay for reasons already explained, it is not 
necessary to grant a hazard allowance to most of the 
other categories of staff. These categories are recruited 
primarily for the jobs which they man and in such 
cases the proper course would be to take into account 
the element of hazard while fixing their scales of pay. 
This we have generally done. However, as certain 
categories are already in receipt of certain allowances 
of this nature, which we have mentioned in the pre¬ 
ceding para, we would suggest that the Government 
should appoint a committee to examine the feasibility 
of rationalising the grant of such an allowance to 
various categories engaged in work of a hazardous 
character. 

81. The information that we have been able to 
collect regarding the extent of serious injury or death 
due to the various occupational hazards is of a frag¬ 
mentary nature. Broadly, it can be stated that the per¬ 
centage of staff involved in serious accidents during 
the last five years has been relatively small or negli¬ 
gible and even the percentage of minor accidents has 
been within narrow limits. We are, therefore, in 
fayour of an arrangement calculated to provide 
necessary protection to the employee while at work 
and direct benefit to the employee if and when 
affected. For the necessary protection to the 
employees at work in the case of some jobs, protec¬ 
tive clothing and appliances like aprons, gloves, gum- 
boots, goggles and screens are provided. Further, for 
the categories of staff engaged in certain types of 
work whose health may get affected in gradual doses 
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Over a prolonged period, thereby reducing the normal 
span ot life, in some of the Departments free milk, 
lemon juice or barley water etc. is supplied depending 
on the nature of the hazard. In some cases there is 
provision for special medical examination of stall 
exposed to health hazards to detect incipient illness or 
disease. We recommend that these preventive aspects 
should receive more attention and the Government 
should ensure that all such measure as are con¬ 
sidered necessary by the medical authorities are taken 
for these employees. As regards compensation in the 
event of injury or death, the employees governed by 
the provisions of the Workmen’s Compensation Act, 
1923, are eligible in such contingencies to certain 
benefits under that Act. The other civilian staff under 
the Central Government are governed in this matter 
by the provisions of the Central Civil Services 
(Extraordinary Pensions) Rules, 1939. In view of the 
improvements we have recommended in the Extra¬ 
ordinary Pension Rules we suggest that a comprehen¬ 
sive review of the provisions of the Workmen’s 
Compensation Act should be undertaken with regard 
to possible changes in the rate of compensation, the 
list of specified hazardous occupations and the 
coverage of the Act. 

82. A peculiar condition of service brought to 
our notice by the employees of the BCG Vaccine 
Laboratory under the Ministry of Health is that all its 
employees are subjected to X-ray examination once 
in six months to find out if they are suffering from 
T.B. Those who are found suffering from T.B. 
are not allowed to continue in the Laboratory 
even after they have been cured but are given alter¬ 
native employment. (Normally a Central Govern¬ 
ment employee suffering from T.B. is allowed to 
rejoin the same post after he is declared medically 
fit). An extra allowance has been asked for to cover 
the insecurity and the hazards of X-ray radiation to 
which the employees of the Laboratory are subjected 
much more than other Government employees. 

83. We understand that the condition of X-ray 
examination has been laid down by the World Health 
Organisation for all the B.C.G. Vaccine Production 
Laboratories. This precaution is being taken with a 
view to protect the B.C.G. Vaccine Laboratory from 
possible contamina,tion by the virulent tuberculosis 
germs from a worker suffering from tuberculosis. 
During the last five years, five cases of T.B. have been 
detected among the staff members. 

84. While we appreciate that the employees 
suffering from T.B. should be excluded from the 
B.C.G. Vaccine Laboratory in the public interest, we 
feel that priority should be given to fin ding alterna¬ 
tive employment for such employees of the Labo¬ 
ratory. 

85. Many of the associations, in their written 
memoranda as well as in their oral evidence, have 
argued that some categories of staff have to pay 
extra premium for their life insurance policies. On 
enquiry from the LIC, we learn that it has been 
recently decided not to charge occupational premium 
extras in those cases where it is Rs. 4 per thousand 
per annum or less, provided the individual is insured 
under whole life or endowment assurance scheme. 
This would mean that practically all the categories of 


Central Government employees except aviation 
personnel (both civil and air force) and those work¬ 
ing in dam, lock and reservoir construction are now 
exempt from payment of the extra premium. The 
complaint is, therefore, no longer relevant. 

VIII. Transport between place of work and residence 

86. As a rule, Government have not accepted 
any liability for providing either free transportation 
or a subsidy for travel between the place of work and 
the residence of the employees. Some exceptions have, 
however, been made and the conditions under which 
these have been made are given below :— 

(i) The distance between the place of work and 
the nearest populous area where sufficient 
housing accommodation is available should 
not be less than 8 kilometres and further, 
the cost of transport should be dispropor¬ 
tionate to the emoluments of an employee. 
However, where the place of work and 
residence are situated within the same city 
or urban area no concession should be 
allowed even if the distance between the 
two places exceeds 8 kilometres. 

(ii) The employee should himself bear the cost 
of transport up to a prescribed limit and the 
Government’s contribution should also be 
subject to certain limits. 

87. The information that we have been able to 
collect shows that exceptions on this basis have been 
made only in a few cases. Under the Department of 
Revenue and Insurance, some 55 officers of the Air 
Customs pool have been provided free transport from 
a central point in Calcutta to the Dum Dum Airport 
and back, a distance of about 18 kms. In the Archaeo¬ 
logical Survey of India employees with emoluments 
of less than Rs. 100 under the South Western Circle, 
Aurangabad are paid a transport allowance equal to 
the total rail fare by the lowest class actually incurred 
less Rs. 6 subject to a ma ximum of Rs. 15 per 
month. A similar concession has been given to officials 
of the Archaeological Survey at Nagarjunakonda 
having monthly emoluments not exceeding Rs. 200. 
For the Civilian employees of the Defence Ministr y 
posted at Dehu Road, Telgaon and Avadi whose 
emoluments exceed Rs. 100 but not Rs. 200 per 
month, the excess over Rs. 10 per month of the actual 
cost of a railway season ticket by the lowest class is 
reimbursed up to a maximum of Rs. 6 per month. In 
the P&T, officials posted in the Airport Sorting 
Offices at Dum Dum (Calcutta) and Santa Cruz 
(Bombay) have been given the facility of free trans¬ 
port. At Hyderabad officials posted to the Airport 
Sorting Office are granted actual bus fare for journeys 
from selected points in the city to the place of duty 
and back. 

88. In the Ministry of Railways free card passes 
or concession tickets are granted for travel between 
residence and place of duty subject to two conditions, 
namely (i) the staff have to live away from the 
place of duty owing to railway quarters not being 
available, and (ii) the place of residence is reasonably 
near to the place of work so that the employee can 
conveniently commute to and fro. No particular dis¬ 
tance condition has been laid down. Free card passes 
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are issued to all those to whom the concession was 
admissible prior to 14-12-1953, while for others con¬ 
cessional season tickets at l/3rd of the public rate 
are issued. The actual number of employees benefit- 
ting from these concessions is not known. 

89. The associations of the Defence Civilian 
employees ha,ve demanded that subsidy available at 
the Dehu Road, Avadi, etc., should be extended to 
other places which are similarly removed from areas 
of population. Employees’ associations of the P&T 
have urged that departmental conveyance should be 
provided for women employees of the telephone 
exchanges etc., who either finish their duty or have to 
start their duty at odd hours in the night. A demand 
has also been made that in places like Madras where 
the concession of free transportation to the Airport 
Sorting Office was withdrawn recently, the same 
should be restored. It has also been stated that in 
some cases the Railway Mail Service staff who work 
in travelling sections in trains have to traverse 
considerable distances between the Railway Stations 
and the rest houses provided by the department, where 
they are expected to stay before resuming another 
spell of duty. In such cases a conveyance allowance 
has been demanded. Some other associations have 
made a general demand that a transport allowance 
should be granted to all those whose place of duty 
is more than 8 kms. from their residence. 

90. We are not in favour of a general extension 
of either the free transport facility or the grant of 
subsidy for expenditure on transport where the place 


of work is at a distance of over 8 kms., from the 
residence. An employee should usually be expected 
to travel between the place of residence and work at 
his own expense. In those cities where the C.C.A. is 
admissible, a part of it is granted in view of thg extra 
cost on transport in such places. There are, however, 
cases where genuine hardship would be caused, 
specially to the low paid employees, when their place 
of duty happens to be located at a considerable dis¬ 
tance from built up residential areas where they per¬ 
force have to reside, as would be the case in respect 
of Defence installations (for reasons of security) or 
Meteorological and Radar installations (for technical 
reasons). This would be true also in the case of 
employees such as those of the Civil Aviation and the 
P&T Departments who have to attend regularly to 
their duties at the airports which necessarily are 
located well beyond city limits. The case of those 
employees who have to come on or come off duty at 
odd hours of the night or to travel long distances from 
rest houses in between two spells of duty also would 
fall under the same category. 

91. While no change seems to be necessary in 
the general provisions in this behalf we feel that there 
is room for flexibility in their implementation. Some 
assistance is called for specially in the type of cases 
referred to above either in the shape of free trans¬ 
port, a subsidy, or a conveyance allowance. The exact 
nature and scale of assistance will depend on local 
conditions and these are matters to be decided by the 
Government. 
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CHAPTER 57 


TRAVELLING ALLOWANCE 


I# Travelling Allowance for Civilian Employees 

Travelling allowance is a compensatory allowance 
granted to a Government employee to cover the ex¬ 
penses which he incurs in travelling (on tour or trans¬ 
fer) in the interest of public service. It is given in the 
form of conveyance allowance, permanent travelling 
allowance, mileage allowance, daily allowance or the 
actual cost of travelling. 

2. For the purpose of calculating travelling allow¬ 
ance, Government employees are divided into the 
following four grades : 

O') Employees in receipt of actual pay of First Grade 
Rs.800/- or more 

00 Employees in receipt of actual pay of Second Grade 
Rs. 220/- or more but less than 
Rs. 800/-. 

(Hi) Employees the maximum of whose Third Grade 
pay scale exceeds Rs. 110/- but 
whose actual pay is less than 
Rs. 220/-. 

0’v) Employees the maximum ofwhosepay Fourth Grade 
scale does not exceed Rs. 110/-. 

3. The purpose of this gradation is generally to deter¬ 
mine the class of travel to which an employee is en¬ 
titled, the rates of incidental charges for a train 
journey, the rates of da,ily allowance and mileage 
allowance for a road journey and rates of baggage 
allowance. We recommend that the revised gradation 
of Central Government employees for purposes of 
travelling allowance, daily allowance etc. should be 
as follows :— 

Grade I . . Rs. 1,000 and above. 

Grade II . . Rs. 650 and above but less than Rs. 

1 , 000 . 

Grade III . . Rs. 330 and above but less than Rs. 

650. 

Grade IV . • Less than Rs. 330. 

In proposing’ a relatively higher pay limit for Grade II 
employees who are at present entitled to travel by first 
class, we are influenced by the consideration that in 
our opinion the present minimum limit for eligibility 
to travel by first Class is too low. The corresponding 
limit in many of the State Governments is much higher. 
In the Railways the pay limit for eligibility to travel 
by first Class lias been raised from Rs. 300 to Rs. 350 
(total emoluments Rs. 546) for those staff who have 
joined Railway service on or after 1-8-1969. While 
the existing low limits might have been justified in 
the days when the demand for first Class accommo¬ 
dation was not very great, there can be no justification 
for it in present conditions when sufficient first Class 


accommodation is not available to meet the public 
demand. Having regard to these considerations we 
have recommended that the new pay limit for Grade 
If should be fixed at Rs. 650. fn order, however, 
to make third Class travel more comfortable, we sug¬ 
gest that reservation charges for a seat (for day 
journeys) and sleeper berth (for night journeys) should 
be paid to Grade 111 and IV employees. 

4. Mileage Allowance—-The present rates of mile¬ 
age allowance for rail journeys on tour are as 
follows :— 


Grade of Officer 

Class of accommo 
dation to which 
entitled 

- Mileage allowance admis¬ 
sible 

First Grade 

First Class 

Incidentals @ 35P for 

every 10 kilometres or 
part thereof if it exceeds 
5 kilometres. 

Second Grade 

First Class 

Incidentals @ 24P for 
every 10 kilometres or 
part thereof if it exceeds 

5 kilometres. 

Third Grade 

Second Class 

Incidentals @ 13P for 
every 10 kilometres or 
part thereof if it exceeds 

5 kilometres. 

Fourth Grade 

Third Class 

Half the fare of 3rd Class 
by passenger train as 
incidentals. 


As a measure of economy, the incidentals for rail and 
steamer journey were restricted in 1966 to one daily 
allowance, at the ordinary rates for every 24 hours of 
journey or part thereof. The mileage allowance for 
journeys on tour by rail is given to meet the incidental 
expenses such as transport, reservation, porterage, re¬ 
freshments etc. The amount depends on the distance 
travelled, 

5. The main demands regarding the mileage allow¬ 
ance for rail journeys are that the restriction on inci¬ 
dentals imposed in 1966 should be withdrawn and that 
the rates of incidentals should) be substantially in¬ 
creased. We feel that the existing restriction on in¬ 
cidentals is essentially a sound one and since the daily 
allowance rates have been revised by Government 
from time to time, we do not consider that any undue 
hardship or inconvenience has actually been caused. 
We do not, therefore, sec any reason for withdrawing 
the restriction imposed in 1966. 

6. We, however, wish to suggest a change in the 
existing procedure regarding mileage allowance for 
journeys on tour performed by rail. The present 
method of compensating the journey period) by a 
system of incidentals and the period of halt by daily 
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allowance seems to us to be somewhat cumbersome. 
We observe that in the Railways, an employee on 
tour is granted a daily allowance for the entire period 
of absence from the headquarters including the time 
occupied; in the journey. Full daily allowance is 
granted for each completed day of absence from the 
headquarters reckoned from midnight to midnight i.e. 
each calendar day. For absence from headquarters 
for less than 24 hours the daily allowance is admissible 
at the following rates :— 

(0 For absence not exceeding 6 hours . 30% ofnoimal 

rate. 

(«) For absence exceeding 6 hours but 70% of normal 
not 12 hours . . . rate. 

(lit> For absence exceeding 12 hours and pull daily 

upto 24 hours . . . allowance 

In case the period of absence from headquarters falls 
on two calendar days it is reckoned as two days and 
daily allowance for each is calculated as above. We 
think that the Railway practice has the merit of sim¬ 
plicity and we recommend its adoption in all Central 
Government departments in replacement of the system 
of incidentals. We further recommend that for ab¬ 
sence exceeding 6 hours but not 12 hours, instead of 
70% of the normal rate of daily allowance as provid¬ 
ed in the Railway rules, only half daily allowance 
should be given. 

7. Officers getting a pay of Rs. 2250 and above 
per month are entitled to travel on tour by air- 
conditioned (sleeper) accommodation. Grade I offi¬ 
cers who are in receipt of a pay of Rs. 1600 and 
above may also travel by air-conditioned accommo¬ 
dation, but they have to pay one paisa per kilometre 
from their own pocket. We understand that this has 
been done with a view to discourage travel by ACC 
first class because of the limited accommodation avail¬ 
able. We are of the opinion that the objective could 
be better achieved by raising the pay limit for entitle¬ 
ment to travel by ACC Class than by levying a sur¬ 
charge of one paisa per kilometre from officers in the 
pay range of Rs. 1600-2249. We accordingly re¬ 
commend that in future officers drawing 2250 and 
above in the new pay scales should alone be entitled 
to travel by ACC first class. The levy of surcharge 
of one paisa per kilometre should be dispensed with. 
In the Railways, the officers in the junior Administra¬ 
tive Grade and above (that is, those drawing Rs. 1300 
or more) are entitled to travel by ACC. We re¬ 
commend that the pay limit for ACC travel for Rail¬ 
way officers should also be the same as for the other 
Central Government employees i.e. Rs. 2250 in revised 
terms. 

8. Travel by air is permissible on tour or transfer to 
officers who are in receipt of an actual pay of Rs. 1800 
per month and above. A demand has been made that 
the concession of ah travel should be extended to 
officers drawing pay of over Rs. 1200. We do not 
see much justification for this proposal since the exist¬ 
ing rules already provide for special permission for 
travel by air where air travel for non-entitled officers 
is considered necessary in the public interest. In our 
view the criterion for eligibility to travel by air and ' 
by ACC first class should be more or less similar. We, 
therefore, recommend that the revised pay limit for 
air travel should be Rs. 2250 as for ACC travel except 


that officers drawing pay between Rs. 1800 and 2250 
in the new scales may also travel by air at their dis¬ 
cretion if the distance involved is more than 500 kilo¬ 
metres and the journey cannot be performed overnight 
by rail. 

9. In the Railways, only Members and Additional 
Members aqd the General Managers are permitted to 
travel by air at their own discretion. Officers of the 
rank of Directors and Secretary in the Railway Board 
and the Heads of Departments may also travel by air 
with the prior approval of the Railway Board and the 
General Managers of Railways respectively. Other 
officers are not permitted to travel by air save in ex¬ 
ceptional circumstances. Associations of Railway 
Officers have demanded that the Railway officers 
should be permitted) to travel by air in the same man¬ 
ner as other Central Government officers. Since non- 
entitled persons can be authorised to travel by air if 
required in the public interest, no change in the 
present policy appears to be called for. 

10. The existing rates of road mileage are as 
follows :— 


TABLE I 


Grade 

Lower rates of 
Road Mileage 

Higher rates- 
of Road Mile, 
age 


Per Km. 

Per Km. 

First Grade 

. 10 paise 

32 paise 

Second Grade . 

• 8 „ 

24 „ 

Third Grade 

• 6 

10 „ 

Fourth Grade 

• 4 „ 

6 „ 


Higher rates are permissible for journeys in one’s own 
car/conveyance or by hiring a full taxi. Lower rates 
are meant for travel by taking a single seat in a public 
conveyance plying for hire. 

11. The main representation made regarding the 
mileage allowance for journey by road is that in view 
of the significant increase in the maintenance and 
operation costs of conveyance, the present rates of 
mileage allowance are inadequate and should be im¬ 
proved. We understand that the existing rates of road 
mileage for journeys in one’s own car or other con¬ 
veyance were fixed in 1944 on the basis of the average 
of rates then prescribed by the various State Govern¬ 
ments for their employees. We also findi that the 
existing rates in most of the State Governments are 
much higher, the lowest being 35 paise per kilometre 
while the average rate is 40 paise and the highest rate 
50 paise per kilometre. At our instance, certain 
studies were conducted by the Cost Accounts Organi¬ 
sation of the Ministry of Finance and the Central 
Road Research Institute to work out the cost of opera¬ 
tion and maintenance of motor vehicles. These studies 
show that the running and maintenance cost of an 
Ambassador Car (excluding fixed costs like insurance, 
depreciation, interest, taxes etc.) works out to 30.4 
paise per kilometre (excluding driver’s wages) on the 
basis of an average run of 50 kilometres per day or 
18,000 kilometres per annum. If the fixed charges 
are also taken into account the cost per kilometre 
works out to 49.82 paise. It is obviously not neces¬ 
sary for the Government to meet the entire cost of the 
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maintenance of a vehicle (especially items like insur¬ 
ance, depreciation, interest charges etc.) since the 
vehicle is not used exclusively for official work. Never¬ 
theless, there is enough justification for increasing the 
existing rates of road mileage. 

12. We accordingly recommend that the rate of 
road mileage for a journey by car or full taxi should 
be 40 paise per kilometre, lhe rate of road mileage 
for journeys by motor-cycle or scooter should be 15 
paise per kilometre. Only Grade I and Grade 11 offi¬ 
cers should be entitled to travel by car or taxi. In the 
case ol travel by bus, the employees should be entitled 
to bus fare in addition to the daily allowance. 

13. At present the road mileage covers not only 
the cost of travel but also the expenditure on inci¬ 
dentals. On the analogy of our recommendation re¬ 
garding the mileage allowance for rail journeys, we 
recommend that the expenditure on incidentals during 
journey by road should also be met by grant of daily 
allowance and the road mileage should represent only 
the economic cost of travel by car or other conveyance. 
Further, in our opinion, there is no justification for 
a differential in road mileage rates as between various 
grades of officers using the same means of conveyance 
because the cost of maintenance of a vehicle and its 
propulsion charges do not vary according to the status 
of an officer. 

14. A demand has been made that the road mile¬ 
age should be admissible for journeys on tour from 
the residence of the employees instead of from their 
duty point. It has been argued that as the employees 
have to carry luggage etc., they invariably proceed on 
tour from the residence and not from the point of 
duty. It has also been suggested that actual taxi or 
scooter charges from the residence to railway station 
or bus terminus or air port should be reimbursed. We 
are not inclined to accept this proposal, as there would 
be administrative difficulties in calculating varying dis¬ 
tances from residence instead of from the duty point. 
We think that there will not be any appreciable differ¬ 
ence if the basis of calculation was revised from the 
place of duty to the place of residence. Some em¬ 
ployees might benefit under one system and some 
under another. 

15. Conveyance Allowance—Conveyance allowance 
is a monthly allowance granted to an employee who is 
required to travel extensively at or within a short dis¬ 
tance of his headquarters (16 kilometres) under con¬ 
ditions which do not entitle him to a daily allowance. 
This allowance is subject to a minimum prescribed 
monthly mileage being performed on official duty ex¬ 
cluding journeys from residence to office and back. 
The present rates of conveyance allowance are as 
follows :— 

TABLE II 


Rates of conveyance allowance for 
Average monthly travel on journeys by 


official duty 

Owned motor¬ 
car 

Other modes of 
conveyance 


Rs. 

Rs. 

201—300 Km. 

60 p. m. 

20 p. m. 

301—450Kms. 

90 p. m. 

30 p. m. 

451—600 Kms. 

120 p.m. 

40 p. m. 

601—800 Kms. 

. 150 p.m. 

50 p. m. 

Above 800 Kms. 

. 180 p.m. 

50 p.m. 


16. The main demands made regarding the convey¬ 
ance allowance are that the existing rates are too low 
as these do not take into account the present-day 
transport costs; that the nature of duties of the em¬ 
ployees of certain Departments e.g. Income-tax, Cen¬ 
tral Excise & Customs, Engineering, etc. requires them 
to travel extensively at their headquarters and that 
they too should be granted conveyance allowance; that 
all employees who are granted conveyance allowance 
should be given interest-free loans once in their 
career for the purchase of a conveyance; and that the 
condition of a minimum mileage to be covered every 
month should not be insisted upon in sanctioning con¬ 
veyance allowance. As regards the demand for the 
grant of conveyance allowance to certain additional 
categories of employees, we would point out that this 
is an administrative matter which can best be decided 
by the Government. We do not consider it reasonable 
to grant interest-free loans to the Government emp¬ 
loyees for the purchase of a conveyance. As regards 
distance to be covered every month, the average 
monthly mileage for eligibility of conveyance allow¬ 
ance was reduced to one hundred miles on the re¬ 
commendation of the Second Pay Commission and we 
consider the existing limit as quite reasonable. The 
existing rates of conveyance allowance were fixed in 
1961 and we feel that these should be revised so as 
to bring them in line with the present-day transport 
costs. We accordingly recommend the following re¬ 
vised rates of conveyance allowance :— 


TABLE HI 


Average monthly travel on 
official duty 

Rates of conveyance allowance 
for journeys by 

Owned motor¬ 
car 

Other modes of 
conveyance 


Rs. 

Rs. 

201—300 Kms.. 

100 p. m. 

35 p. m. 

301—450 Kms. 

150 p. m. 

50 p. m. 

451—600 Kms.. 

175 p. m. 

60 p. m. 

601—800 Kms. . 

200 p. m. 

7o P. m. 

Above 800 Kms. 

. 225 p. m. 

75 P- m. 


17. We further recommend that the existing pay 
limit of Rs. 700 per month for admissibility to the 
car allowance should be revised to Rs. 1,000 in the 
new pay scales. This limit may be relaxed in the 
case of doctors and any other special categories. At 
present the conveyance allowance is sanctioned for 
each incumbent of a post specifically. Every time 
there is a change in incumbency, even though it 
might be within a short period of, say, six months or 
a year, it is calculated and sanctioned afresh on the 
basis of the record of movement of the new incum¬ 
bent. This seems to us to be unnecessary. We 
recommend that conveyance allowance should be 
determined for a post on the basis of controlled 
travelling and it should be subjected to a review only 
once in two years. 

18. Daily Allowance—The existing rates of daily 
allowance are as follows :— 
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TABLE IV 


Grade of Government 
employee 

Ordinary places 

Delhi, Simla, Madras, Jammu 
and Kashmir etc. 

Bombay, Calcutta and Certain 
hill areas 

I. Pay upto Rs. 1000 

Rs. 14 -00 

Rs. 19 -50 

Rs. 24-50 

Pay exceeding Rs. 1000 

Rs. 14 for the first Rs. 1000+Rs. 

2 -25 for every addl. Rs. 500 or 
fraction thereof subject to a maxi¬ 
mum of Rs. 23 -50. 

Rs. 19 -50 for the first Rs. 1000+ 
90 paise for every addl. Rs. 250 or 
fraction thereof subject to a maxi¬ 
mum of Rs. 23 -50. 

Rs. 24 -50 for the first Rs. 1000+ 
90 paise for every additional Rs. 
250 or fraction thereof subject to 
a maximum of Rs. 28/-. 

II. 

75 paise for every Rs. 20 of pay or 
fraction thereof subject to a maxi¬ 
mum of Rs. 12 and a minimum of 
Rs. 4 -50. 

Re. 1 for every Rs. 20 of pay or 
fraction thereof subject to a maxi¬ 
mum of Rs. 16 and a minimum 
of Rs. 6/-. 

Re. 1 -50 for every Rs. 20 of pay 
or fraction thereof subject to a 
maximum of Rs. 20 and a mini¬ 
mum of Rs. 7 -50. 

III. 

-do- 

-do- 

-do- 

IV. 

Rs. 4 -50 

Rs. 6 00 

Rs. 7 -50 


19. The rates of daily allowance were enhanced 
from 15-9-1962 by about 25% for officers drawing 
pay of Rs. 700 and above and by 33-1/3% for officers 
drawing pay of less than Rs. 700. There was a fur¬ 
ther increase of about 25% from 1-3-1968 in the 
case of staff drawing pay up to Rs. 400 per month. 
The last revision took place with effect from 
1-1-1971 when the rates for all grades were generally 
increased by 50%. Notwithstanding these periodic 
revisions, demands have been made for further in¬ 
creases in the quantum of daily allowance on the 
grounds of general increase in the cost of food, 
accommodation and transport, increase in the hotel 
tariffs for board and lodging as also the relatively 
higher rates of daily allowance paid by the public 
sector undertakings and private firms. 

20. The existing system of prescribing rates of 
daily allowance for every Rs. 20 increase in pay for 
employees in Grades II and III appears to us to be 
cumbersome, besides being virtually of no effect for 
Grade II officers, since the maximum rate of Rs. 12/- 
per day for ordinary places is reached at a pay of 
Rs. 320 including dearness pay. We find that on the 
Railways as also in a number of public sector under¬ 
takings, flat rates of daily allowance have been pres¬ 
cribed for certain broad pay ranges. We consider 
that a similar system could be adopted for the Cen- 
ral Government employees also. An advantage of 
this system will be that employees of the same status 
would be getting the same amount of daily allowance 
irrespective of variations in their pay. There have 
also been demands to this effect. 

21. On the question of increase in the rates of 
daily allowance we'consider that the existing rates do 
not adequately cover the cost of stay in hotels, though 
they may be regarded as satisfactory in other cases. 
We recommend the following higher rates of daily 
allowance in those cases where employees have to 


stay in hotels or other establishments providing board 
and/or lodging at scheduled tariffs. 

TABLE V 


Grade (pay iiythe revised 
pay scales) 

Ordinary 

places 

Delhi/ 
Madras/ 
Simla, J 
& K etc. 

Bombay/ 

Calcutta 

and 

Certain 
hill areas 


Rs. 

Rs. 

Rs. 

I. Rs- 1000 & above 

35-00 

40-00 

5n -on 

II. Rs. 650 & above but 

below Rs. 1000 

25 -00 

30 -00 

35 -00 

III. Rs. 330 & above but 

below Rs. 650 . 

15-00 

20-00 

25 -00 

IV. (a) Pay below Rs. 330 

12-00 

16-00 

20 -on 

(Class III). 

(b) Class IV 

6-00 

8-00 

10-00 


Employees who avail of either Government or 
public sector guest houses or who make their own 
private arrangements will continue to get daily allow¬ 
ance at the existing rates. We suggest that these 
rates may be suitably linked to the revised grade we 
have recommended in para 3 of this Chapter and flat 
rates of daily allowance, based on existing rates, 
worked out for each grade in such a manner that the 
existing entitlement of daily allowance of employees 
of various grades is generally not reduced in the re¬ 
vised scales. These rates should be uniformly appli¬ 
cable to Railway and other employees. * 

22. At present the daily allowance at full rates can 
be drawn only for the first 10 days of a continuous 
halt at any one place on tour. If such halt exceeds 
the period of 10 days then for the next 20 days the 
daily allowance is given at 3/4ths of the normal rate 
and for the next 60 days at half the rate. In special 
circumstances, there is provision for relaxation of the 
existing limits. The principle underlying the 10-day 
limit for the drawal of full daily allowance at a place 
is that the expenditure of a Government employee 
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becomes progressively less as the length of stay in¬ 
creases, the assumption being that it should be pos¬ 
sible to make cheaper arrangements for board and 
lodging for a longer stay as compared to a short stay 
of 10 days or less. The demand is for the daily 
allowance at full rates being admissible for the entire 
period of halt irrespective of its duration. We find 
that on the Railways full daily allowance is admis¬ 
sible for the first thirty days of tour. We think this 
limit is reasonable, and we recommend that full daily 
allowance may be granted to other Government em¬ 
ployees also for the first 30 days of halt on tour, 
whereafter it may continue at half the rate. 

23. When a Government employee on tour is pro¬ 
vided free board and lodging at the expense of the 
Central Government, State Government or an auto¬ 
nomous body, he is entitled to draw only l/4th of 
the daily allowance admissible to him. If only free 
board or lodging is provided, he can draw 1/2 of 
the admissible rate. The existing rule under which 
the daily allowance is reduced when free board or 
lodging is provided is basically a sound one and 
should be retained. Considering, however, the relative 
expenditure on food charges and accommodation; we 
suggest that if only free lodging is provided to an em¬ 
ployee, he may draw 3/4ths of the daily allowance 
instead of half daily allowance as at present. 

We understand that on the Railways, employees 
when on tour are entitled to stay free of cost in the 
Railway rest houses or waiting rooms, where avail¬ 
able. Their daily allowance is also not reduced on 
this account. As there are a number of differences 
between the Railway rules and the civil rules, owing 
perhaps to differences in conditions of work, we do not 
think it necessary to attempt a uniformity between 
the two sets of rules. We would, however, suggest 
that the Railways should consider either levying 
charges for the accommodation provided or reducing 
the daily allowance by l/4th, as recommended for 
other employees. 

24. Journey on Transfer—A Government em¬ 
ployee is entitled to draw travelling allowance for 
himself and members of his family for a journey on 
transfer from one station to another if he is trans¬ 
ferred in the public interest. “Family” for the above 
purpose means a Government employee’s wife or 
husband, as the case may be, residing with 
the employee, and children residing with and wholly 
dependent on the employee. It has been urged that, 
as in the Railways, for journey on transfer, the term 
“family” should include parents, brothers and sisters 
living with and entirely dependent on the employee. 
This demand was made before the Second Pay Com¬ 
mission a ( lso who felt that any such widening of the 
definition of “family” would involve additional cost 
to the public exchequer which would not be justified 
in the interest of public service. However, as all the 
transfers are authorised in public interest, it would 
not be equitable to burden the employees with the 
cost of transport of their dependents. We, therefore, 
recommend that the definition of “family” adopted 
by the Railways for the purpose of travelling allow¬ 
ance on transfer may be extended to the rest of the 
Central Government employees also. 


25. Transfer Grant—At present, a Government 
employee is entitled for a journey on transfer to a 
lump sum grant of half a month’s pay subject to a 
maximum of Rs. 200. The Confederation of Central 
Government Employees and several other Associa¬ 
tions have suggested that this limit should be in¬ 
creased to Rs. 500. In addition, they have also asked 
for a rehabilitation grant and a disturbance allowance 
equal to one month’s salary. We find that some of 
the State Governments and Public Sector Undertak¬ 
ings have adopted a sliding scale of lump sum grant 
based on the classification of employees into grades. 
In our view it would be more logical to fix the trans¬ 
fer grant on the basis of the classification of the em¬ 
ployees into grades. Having regard to all the rele¬ 
vant factors, including the present cost of packing, 
loading, unloading etc. of personal effects, the expen¬ 
diture incurred on repairing or replacing personal 
effects damaged or lost in transit and the expenses 
necessitated by dislocation of existing arrangements, 
maintenance of double establishments etc., we re¬ 


commend 
grant:— 

the following revised ra,tes of 

transfer 

Grade 

Pay Range 

T ransfer 
Grant 

Grade I 

Rs. 

2000 and above 

Rs. 

500 

Grade I 

. 1000—1999 

400 

Grade 11 

. 650—999 

300 

Grade III 

. 330—649 

200 

Grade IV 

. Class III other than 
those Covered by 
Grade 11 and III 

150 

Grade IV 

Class IV staff 

100 

We have also recommended certain additional 
benefits for the employees on transfer in regard to 


transfer grant as well as children’s education. In 
view of these improvements suggested by us, there is 
no case for the grant, of a rehabilitation or disturb¬ 
ance allowance as proposed by some associations. 

26. Transfer Incidentals—The following rates are 
at present admissible : 

Grade I . . 70 paise Per 10 Kms. 

Grade II . 48 paise per 10 Kms. 

Grade III . . • 26 paise per 10 Kms. 

Grade IV . . . Single fare of III class 

, by passenger train. 

Some of the Unions have demanded that the above 
rates should be increased and made available for all 
the members of the family. We have earlier sug¬ 
gested that incidentals for journeys on tour should 
be replaced by daily allowance. Following the same 
reasoning we recommend the replacement of transfer 
incidentals also by the grant of daily allowance for the 
employee as well as for the members of his family, 
the children below 12 years being given half the daily 
allowance. The advantage of our proposal is that the 
amount of incidental charges is directly related to the 
size of the employee’s family. 
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27. Baggage Allowance—An employee on transfer 
is entitled to reimbursement of cost of transportation 
of personal effects at the following scale : 


Grade 

With family 

Without family 

First Grade 

• 2240 Kilograms 1500 Kilograms 

Second Grade 

• • H20 „ 

750 „ 

Third Grade ' . 

• 560 „ 

450 „ 

Fourth Grade 

• 190 „ 

H5 „ 


The main demand in regard to the transport of per¬ 
sonal effects is that the present scale of baggage 
allowance being too low, the maximum limit should 
be increased to 5000 kilograms for an employee with 
family and to 3000 kilograms for an employee with¬ 
out family. We understand that the existing bag¬ 
gage limits were fixed as far back as 1919 and have 
not been revised since. Personal effects include 
articles of furniture and other bulky household 
articles. With the persistent and steady increase in 
prices, employees on transfer are now not in a posi¬ 
tion to dispose of furniture etc. at the old station and 
buy them again at the new station. Some of the State 
Governments and Public Sector undertakings have 
adopted higher rates of baggage allowance than those 
prevalent in the Central Government departments. 
On the Indian Railways also the rates of baggage 
allowance for their employees are far superior to the 
rates prevalent in other Central Government depart¬ 
ments. We, therefore, recommend the following 
revised soale of baggage allowance : 


Grade 

With family Without family 

Grade I 

. Full wagon 2000 kilograms 

Grade IT 

. 3000 kilograms 1000 kilograms 

Grade III . 

• 1500 kilograms 750 kilograms 

Grade IV . 

600 kilograms 250 kilograms 


28. A related demand is for the facility of trans¬ 
port of personal effects by passenger train or by road 
instead of by the goods train. At present, a Govern¬ 
ment servant is entitled to reimbursement of the 
actual cost of transport of personal effects by passen¬ 
ger train up to the cost of carriage of the maximum 
quantity of permissible baggage allowance by the 
goods train. For transport of personal effects by road 
between points connected by rail, reimbursement is 
restricted up to the limit of. the amount which would 
have been admissible had the same quantity been 
taken by the passenger train, but not exceeding the 
amount which would have been admissible had the 
maximum quantity of personal effects been carried by 
the goods train. Thus two limits operate on the 
carriage of personnel effects by road. One is the over¬ 
all ceiling limit of the amount payable on transport 
of the maximum quantity of personal effects by goods 
train. The other is the amount that would be ad¬ 
missible for carriage of the same quantity (as carried 
by road) by passenger train. Ordinarily, the cost 
of conveyance of personal effects by passenger train 
is nearly double that by the goods train. The cost 
of carriage by road is perhaps slightly higher than 
the cost of carriage by passenger train. The result 


is that the quantity that can be carried by road with¬ 
out having to pay out of one’s pocket gets reduced 
to about 40% of the permissible baggage allowance. 
We, therefore, recommend that the restrictive condi¬ 
tion of limiting reimbursement for conveyance by 
road to the cost of conveyance of an equal quantity 
by passenger train may be removed, so that em¬ 
ployees on transfer may transport their personal 
effects by road subject to the cost not exceeding the 
cost of) transportation of the maximum permissible 
quantity by goods train. 

29. Transfer T.A. on retirement/death—At pre¬ 
sent travelling allowance is admissible to a Govern¬ 
ment employee for himself and his family on retire¬ 
ment from his last headquarters to the permanent 
home town as declared by him. This allowance is 
limited to actual fare, without incidentals and the 
actual cost of transportation of personal effects on 
his entitled scale. In the case of an employee who 
availed of the benefits of leave travel concession dur¬ 
ing one year preceding the date of retirement, the 
amount of travelling allowance at the time of retire¬ 
ment is reduced by the amount reimbursed to him 
on account of the forward journey to the home town. 
The family of a Government employee who dies 
while in service is entitled to similar travelling allow¬ 
ance, as admissible to the family of a retired Gov¬ 
ernment employee of the same grade. 

30. Some of the suggestions received for liberalisa¬ 
tion of the above provisions are: (a) Travelling 
allowance should not be reduced on account of the 
availing of the leave travel concession; (b) Trans¬ 
fer grant and incidentals should also be admissible as 
in the case of, normal transfer; (c) cost of transpor¬ 
tation of conveyance should also be admissible as in 
the case of officers transferred during service; and 
(d) a retiring Government employee should have the 
freedom of settling in any station after retirement and 
the benefit of travelling allowance in such cases 
should not be restricted for journeys to home town 
only. 

31. We think that- it would be an unduly liberal 
concession to allow a retiring Government employee 
the benefits both of the leave travel concession and 
travelling allowance in the year of his retirement. We 
recommend that leave travel concession need not be 
granted in the year of retirement. It cannot, how¬ 
ever, be disputed that a retiring Government employee 
has to incur the same expenditure on packing and 
incidentals as a serving employee on transfer to ano¬ 
ther station. We, therefore, consider it. reasonable 
to allow transfer grant and incidentals to a retiring 
Government employee on the same terms as for a 
serving employee on transfer. In regard to the cost 
of transportation of a conveyance, if the possession 
of a conveyance by the Government employee while 
in service was considered to be in the public interest, 
necessary facilities for its transportation to the select¬ 
ed place of residence should also be provided on 
retirement of the official. We feel that it would be 
gracious on the part of the Government to extend 
these benefits to an employee who has put in a life 
time’s service under the Government. 

32. As regards the demand that a retiring Govern¬ 
ment employee should be entitled to transfer travel- 
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ling allowance to any station of his choice, we think 
that it need not necessarily follow that an employee 
will invariably settle in his home town after retire¬ 
ment. A Government employee declares his home 
town at the time of entry into Government service. 
Circumstances can and do change with the passage of 
time, and he may find it more convenient to settle 
down after retirement at some other station. We 
recommend that a retiring Government employee 
should have the freedom to settle down in a station 
of his choice and transfer travelling allowance should 
be admissible to him accordingly, subject to the 
amount being limited to what would have been ad¬ 
missible to him had he proceeded to his declared 
home town. 

33. These concessions mutatis mutandis should 
also be admissible to the family of a Government em¬ 
ployee who dies while in service. 

34. As mentioned earlier, the travelling allowance 
and daily allowance rules of the Railways differ in 
several important particulars from the rules appli¬ 
cable to the other Government employees. Some of 
the differences have arisen because of the different 
conditions of work, or because the Railways being 
in charge of providing transport could give conces¬ 
sions to their staff; others can be ascribed to purely 
historical circumstances and to the management pecu¬ 
liarities of the former companies. We have examined 
this matter carefully. We feel that although on a 
number of matters uniformity could and should be 
brought about between the Civil and Railway rules 
in regard to travelling allowance, yet in view of the 
differences in the conditions of work etc., it is neither 
feasible nor desirable to attempt complete uniformity. 
We discuss below some of the important provisions 
of the Railway travelling allowance/daily allowances 
rules. 

Daily Allowance—The rates of daily allowance 
associated with various pay ranges in the Railways 
are different from those on the Civil side. The Railway 
rates of daily allowance are less favourable than Civil 
rates in certain pay ranges but in others these are 
slightly more favourable. We see no reason why the 
daily allowance rates should not be uniform in Rail¬ 
ways and other Civil departments. It is accordingly 
recommended that the pay slabs and daily allowance 
rates for the Railway employees may be the same as 
for the others. 

Incidentals on Tonr—The Railways have not 
adopted the system of incidentals either on tour or 
on transfer but allow daily allowance calculated from 
the time of leaving headquarters till 1 the time of return. 
We have recommended adoption of the Railways’ 
practice on the Civil side also. 

Road Mileage/Conveyance Allowance—The rules 
should be uniform as between the Railways and the 
Civil departments in regard to these items. 

Transfer Travelling Allowance—Unlike the other 
employees. Railway employees do not get either the 
incidentals or transfer grant on transfer. The scale of 
baggage allowance enjoyed by them is as follows : 

Gazetted Officers . 2 Wagons and a Motor Wagon 

Class III employees . 1 Wagon and a Motor Wagon 


Class IV employees 1000 Kgs. If such an employee 
has more luggage, even a 
wagon may be allowed. In 
addition, 2 animals may be 
permitted to be transported. 

The Second Pay Commission had observed that the 
baggage allowance on the Railways was obviously 
excessive and may be taken away, but the Railway 
Staff should be allowed transfer grant and incidental 
charges at the same rates as admissible to the other 
employees. The Railway Board did not accept this 
recommendation as the facility of transport in a whole 
wagon was a long enjoyed concession. We have con¬ 
sidered whether any change in the existing position is 
required. We have recommended an improved scale 
of baggage allowance for the civil employees and we 
feel that this could be adopted for Railway employees 
also without causing undue hardship. We also recom¬ 
mend that the railway employees should be allowed 
the benefits of transfer grant and daily allowance on 
transfer for themselves and members of their families 
in the same manner as for other Central Government 
employees. We understand that the J.C.M.* Board of 
Arbitration has also recommended a transfer grant, 
but with some reduction, for Class III and Class IV 
Railway employees. Our recommendation will bring the 
railway employees on par with other Government 
employees in the matter of transfer travelling allowance. 

35. Sometimes, the Government employees have to 
send their children for studies, because of language or 
other difficulties, to a place other than the place of their 
posting. In such cases, normally children rejoin their 
parents during the vacation. We recommend that the 
children of Government employees staying away from 
them for the prosecution of their studies may be allowed 
free travel by third class for a distance beyond 150 
Kilometres once a year to and from school or college 
during an approved vacation to join their parents at 
the station of posting of the Government employee. As 
concessional rail fares are normally allowed by railways 
for school children during approved vacations the bene¬ 
fit of such concessions should be taken into account 
while allowing reimbursement of travel fare. 

36. A Government employee may have to leave his 
family behind in certain circumstances at the old station 
in the event of his transfer to a new station and may 
have, therefore, to retain the accommodation at the old 
station. It has been demanded that without affecting his 
entitlement of accommodation at the new station, a 
Government employee should be allowed to retain 
Government accommodation or be paid house rent 
allowance in lieu where admissible for a specified period 
at the old station. We have not found it possible to 
agree to these proposals as the existing facilities are 
adequate in our opinion. 

II. Travelling Allowance for Officers and Personnel of 
Armed Forces 

37. Service Officers—In regard to Travelling 
Allowance and Daily Allowance, Service Officers of the 
Defence Forces are by and large governed by rules 
similar to those applicable to civilian Grade I officers. 
The quantum of their daily allowance is restricted in 
certain special kinds of moves on temporary duty i.e. 
manoeuvres, camps and exercises or when performing 
duty with an officer’s own unit or when accompanied 
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by a ground party, having regard to the facilities that 
are afforded to the officers on such duties. 

38. The Services have made the following proposals 
in regard to daily allowance : 

(i) The rates of daily allowance are not adequate 

and should be increased. 

(ii) There should be no reduction in the rate of 
daily allowance for halt in excess of 10 days 
for officers on tour and daily allowance at full 
rates should be allowed for the entire period 
of halt at an out-station. 

(iii) The restriction on the quantum of daily 
allowance for certain special kinds of moves 
on temporary duty referred to above should 
be removed and full daily allowance should 
be granted. 

39. As regards the first two proposals, we feel that 
the rates of daily allowance recommended by us for 
Civilian Officers, Grade I, should be equally applicable 
to the Service Officers. As regards item (iii) above, the 
existing practice of allowing a restricted quantum of 
daily allowance depending upon the facilities afforded 
to them is sound in principle and we do not consider 
any change necessary. 

40. In regard to transfers from one peace station to 
another (within India), Service officers are entitled to 
transfer travelling allowance on the same terms and 
conditions as applicable to civilian officers, Grade I. 
For this purpose, no distinction is made between a 
married officer and a single officer. In the case of moves 
to and from field service areas, however, the entitlements 
are slightly different, in that where shifting of the family 
to another station is involved, the family gets warrants 
for travel and a disturbance allowance of Rs. 150 but 
no incidentals. This allowance is also admissible to a 
single officer but at a reduced rate of Rs. 50. In other 
circumstances also, a part of the disturbance allowance 
is paid to married officers as under :— 

(a) On the move of families Full disturbance allow- 
when a family station is ance 
declared a concessional 
area. 

fb) On the move of families 2/3rd of the ciistur- 
when a station in a con- banco allowance 
cessional area is declared 
a family station. 

41. The Services have made the following proposals 
in regard to transfer travelling allowance :— 

(a) The quantum of disturbance allowance to 
married officers should be the same as travel 
grant viz. Rs. 200; 

(b) Married officers should be authorised full dis¬ 
turbance allowance when their families have 
to move consequent on a station in a conces¬ 
sional area being declared a family station; 

(c) Married officers be authorised 3/4ths of the 
disturbance allowance if families move to 
another accommodation in the same station; 

(d) Married officers be authorised disturbance 
allowance at rates applicable to single officers, 
if no shift of family is involved. 


42. The disturbance allowance is given to married 
officers, where shift of family is involved, to meet the 
incidental expenditure when the officer is transferred to 
a field service area or on return from there. This is in 
the nature of a transfer grant normally admissible to 
officers in cases of transfer from one peace station to 
another. We recommend that the disturbance allowance 
be paid at the same rates as transfer grant for civilian 
officers. At present a distinction is being made between 
compulsory shift of a family from a family station 
declared as a concessional area and shift of a family to 
join an officer on a concessional area being declared as 
a family station. We do not favour such fine distinctions, 
as the essence of the disturbance allowance provision 
is to compensate for the extra expenditure caused on 
account of shifting of an officer’s family in certain cir¬ 
cumstances. We also recommend that full disturbance 
allowance should be granted to a married Service officer 
when his family moves to a station in a concessional 
area on its being declared a family station. We do not, 
however, find any justification for grant of disturbance 
allowance to married officers if their families move to 
another accommodation in the same station or where 
the family does not have to shift when the Service officer 
is transferred. 

43. We recommend that the families of Service 
officers may also be granted daily allowance as for civil 
officers for the journey period when they have to shift 
to another station in the event of transfer of a Service 
officer on field service. In the case of normal transfers 
also, the Service officers should be granted daily 
allowance for their family members, for the journey 
period in lieu of incidentals now admissible. 

44. A suggestion has been made that a Service officer 
on retirement should be entitled to a transfer grant as 
admissible for normal transfers and also reimbursement 
of the cost of moving his conveyance from the last duty 
station to the selected place of residence in India. Our 
recommendations on this question in respect of civilian 
employees should apply equally to the Service officers 
also. 

45. Personnel below Officer rank—The rules regu¬ 
lating travelling allowance/daily allowance of the per¬ 
sonnel below officer rank are different from the civil 
rules. They are always required to travel on warrant and 
are entitled to be provided with accommodation, food 
and transport at Government expense for all their 
moves. As such, there is no system of payment of 
travelling allowance or incidental expenses or daily 
allowance for halts as in the case of civilians who are 
entitled to a lumpsum transfer grant and incidental 
expenses on transfer and also daily allowance for halts 
while on tour. The only allowance that is paid to the 
Service personnel is a cash allowance, on transfer, of 
Rs. 40 to the Junior Commissioned Officers (JCOs) 
and Rs. 30 to the Other Ranks. This cash allowance is 
admissible onlv when the Other Ranks are borne on the 
married establishment of their unit and their families 
actually reside with them at the time of posting and 
move with them and they are also taken on the married 
establishment of the new unit. The,v also get a ration 
allowance at a special rate of Rs. 4.50 per day on duty 
journeys and Rs. 3.50 on leave journeys. On temporary 
duty at outstations (i.e. tours), Other Ranks are pro¬ 
vided free food and accommodation where Service 
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messes exist, and money allowance in lieu of rations, 
where Government cannot provide these facilities. 

46. The Services have proposed that the personnel 
below officer rank should also get the transfer grant, 
incidental expenses and a daily allowance at Rs. 7.50 
a day for halts on temporary duty (i.e. tour). They 
have also suggested that the rate of duty journey ration 
allowance should be raised to Rs. 7 per day. 

47. We find that the conditions of service of per¬ 
sonnel below officer rank in the Armed Forces are not 
comparable to those of the civilian employees. Frequent 


change of station is one of the hazards inherent in mili¬ 
tary service and we have taken this into account while 
prescribing pay scales of these categories. We are not 
persuaded that it is either desirable or feasible to extend 
civil rules of travelling allowance/daily allowance 
regardless of the material differences in the conditions 
of service between civilian employees and Armed Forces 
personnel. However, keeping in view the present day 
cost of living, we recommend that the cash allowance 
on transfer may be increased from Rs. 40 to Rs. 60 to 
Junior Commissioned Officers and equivalent and from 
Rs. 30 to Rs. 45 to Other Ranks, subject to the existing 
conditions. 



CHAPTER 58 


LEAVE TRAVEL CONCESSIONS 


I. Railway Employees 

In the matter of leave travel concessions, the Cen¬ 
tral Government employees can be divided into three 
broad categories : the railway employees, the civilian 
employees other than the railway employees and the 
personnel of the armed forces. There are substantial 
differences in the concessions provided to each of 
these three categories of employees, those for the rail¬ 
way employees being relatively the most liberal. The 
relevant provisions in this behalf as applicable to a 
railway servant are as follows : 



Number admissible every year 


Passes 

Privilege Ticket 
Orders (PTOs) 

Gazetted officers 
Non-gazetted officers . 

. 6 Sets 6 sets 

. 1 set up to 5 6 sets 

years’ service; 
and 3 sets 
thereafter 


Journey on passes is free and on PTOs the railway 
servant has to pay one-third of the public rate, A set 
of passes or PTOs means tickets for self, members of 
the family and dependent relatives for journeys to 
any station in India and back. There is no restriction 
about the concession being available for journeys to 
home-towns or to journeys performed during earned 
leave. Gazetted officers are entitled to a First Class 
Pass which means that they can travel in first class 
and also take an attendant in third class at public 
expense. Gazetted officers appointed before 1st 
August, 1969 are entitled to a First Class ‘A’ Pass 
which means that they can take up to two attendants 
along with them instead of one allowed to a normal 
First Class pass-holder. Non-gazetted railway servants 
drawing a salary of Rs. 350 per month or more and 
Nurses and Lady Health Visitors drawing Rs. 250 per 
month or more are also given First Class Passes which 
means that a section of Class III railway employees 
have the facility of taking attendants with them at pub¬ 
lic expense. The beneficiaries of the concessions avail¬ 
able to railway servants not only include the members 
of their families but also the dependent relatives. In 
addition, 6 single journey passes in a year are allowed 
for each of the sons and daughters of railway servants, 
who are students, including a ticket for the guardian 
(except for sons over 15 years of age). Even when ser¬ 
ving out side the Railways on deputation, the railway 
servants continue to enjoy the privilege of free passes 
and PTOs for a certain period and they also retain 
these privileges, but on a reduced scale, after retirement 
from service. 


2. These privileges have been criticised in the past. 
The Second Pay Commission described the travel 
privileges of railway employees as “conspicuously 
extravagant, and in large part indefensible”. The Esti¬ 
mates Committee in their 29th Report (1967-68) on 
Commercial and other Cognate Matters pertaining to 
the Ministry of Railways expressed the view that 
there was no justification whatsoever for such a high 
scale of free travel passes and privilege ticket orders”. 
The Committee recommended a curtailment of the exi¬ 
sting liberal scale of travel concessions available to 
railway employees in consideration of “the great 
demand from the travelling public for seats and berths 
on almost all the main railway routes, the possible 
adverse effect on the earnings of the Railways from 
passenger traffic and the present unsatisfactory posi¬ 
tion of the Railway finances”. 

3. We have given careful consideration to this 
matter more so since it has not been possible for the 
Government in the past to implement the recommen¬ 
dations made by the Second Pay Commission and 
more recently by the Estimates Committee. We have 
also noted the explanation given by the Ministry of 
Railways to the Estimates Committee. The existing pri¬ 
vileges are justified mainly on the ground that these 
have been enjoyed by the railway employees since the 
inception of the railways in India, that it is customary 
for transport undertakings all over the world to ex¬ 
tend such concessions to their employees and that the 
curtailment of the existing privileges will cause re¬ 
sentment and lower the morale of the railway em¬ 
ployees. In this regard we note that the scale of 
travel concessions was varied, and on occasions 
liberalised, after Independence and thus the existing 
concessions are. not entirely traditional. As regards 
the practice followed by die transport undertakings 
and foreign railways, the position does not seem to 
be strictly comparable. In most countries, the rail¬ 
ways are not run as a Government department and 
then their employees do not necessarily have the pri¬ 
vileges normally associated with Government service. 
Further, the scale of travel concessions has to be 
viewed in the context of the relevant local factors. 
While other transport undertakings might be in a 
position to extend travel benefits to their employees 
by simply utilising the surplus capacity, it would not 
be correct to say that the Indian Railways have suffi¬ 
cient snare capacity on the passenger trains for 
absorbing the additional demand created as a result 
of providing free passes and concessional PTOs to 
the 1.4 million railway employees, their families and 
dependent relatives and to retired railway servants. 

4. We feel that apprehensions about the lowering 
of the morale of railway employees if these concessions 
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are disturbed, may be somewhat exaggerated, as 
this is a matter to be assessed in the light of the scale 
of the curtailment suggested. If after curtailment, the 
railway, employees still remain entitled to reasonable 
concessions, then it would not be correct to assume 
that the step will lead to demoralisation. The Gov¬ 
ernment has withdrawn various concessions in the 
past from different sections of employees. For ins¬ 
tance, the PTO concessions of 1948 available to non- 
railway employees were withdrawn in 1949 and the 
all-India transfer liability allowance was withdrawn by 
the Government in August, 1954. In certain cases, 
the special allowances admissible to employees serv¬ 
ing in some Union territories were also withdrawn 
in stages. 

5. Having regard to the special requirements of the 
Railwavs, we readily concede that in the matter of 
travel concessions the railway employees need not be 
treated at par with other Government employees. On 
the other hand, we have to examine the reasonable¬ 
ness of the existing scale of these concessions bearing 
in mind that the Railways are run on commercial 
lines, and as an essential public utility, their primary 
concern should be the convenience of the travelling 
D'lbl'c. We are convinced that the present rail travel 
privileges of railway employees are not in keeping with 
cont<»mnorarv standards and that as a first step, these 
should be reduced to the level recommended by the 
Estimates Committee (Fourth Lok Sabha) in their 
29th Report (1967-68t and reiterated in their 67th 
Report (February, 1969). *We, therefore, recom¬ 
mend that the number of passes of the gazetted offi¬ 
cers should be reduced to the level admissible to the 
non-gazetted officers at present. As regards PTOs, 
their number should be reduced from 6 to 3 per year 
for both the gazetted officers as well as the non- 
gazetted officers. The facility for taking attendants 
on First Class ‘A’ and First Gass Passes should be 
abolished, but lady officers including Lady Health 
Visitors and Nurses may be allowed to take one 
attendant on journeys on a pass or PTO provided 
they are not accompanied bv their husband or other 
male relative. We also recommend that only those 
members of the family should be eligible to travel on 
free passes and PTOs as are covered under the 
Travelling Allowance Rules for journeys performed 
on transfers. In making these recommendations, we 
have kept in mind the need for reducing the disparity 
between the gazetted and non-gazetted employees of 
the Railways. 

6. In the case of retired railway servants, the ex¬ 
isting privileges cannot be justified from the stand¬ 
point of public requirements. In our view, the most 
that the Railway administration can be legitimately 
called upon to do out of deference to the past loyal 
services of the retired employees would be to allow 
each of them the benefit of one set of free passes 
every year. We recommend accordingly for all rail¬ 
way employees of Class I, Gass II and Gass III who 
retire after having rendered more than 20 years’ ser- 


•Prof. V. R. Pillai considers this recommendation too drastic 
to be practicable. He recommends a reduction in the number 
of passes for gazetted officers from 6 to 4 per year and the facility 
for'taking one attendant being made available also to officers 
drawing Rs. 1500 p. m. or their families while travelling alone. 


vice. We recommend no change in the provisions 
concerning the travel concession available to retired 
railway servants of Class IV. 

7. In view of the revised scales recommended by 
us, the present limits for entitlement to different 
classes of passes should be reviewed to avoid a situa¬ 
tion where a very large number of railway employees 
become entitled to a First Class Pass on the introduc¬ 
tion of the revised scales of pay recommended by us. 
We would also suggest that those who are today 
entitled to a Second Class Pass should not become 
entitled to travel in the first class on the abolition of 
the second class passenger compartment considering 
the liberal standard already adopted in the grant of 
First Gass Passes. 

II. Civilian Employees of the Central Government 
other than the Railway Employees 

8. The concession admissible to the civilian em¬ 
ployees of the Central Government other than the 
Railway employees consists mainly of the Government 
bearing the cost of travel to a specified home-town and 
back once in a block of two years, with the employee 
bearing the cost of the first 400 kms. of the journey 
(160 kms. in the case of Class IV employees). 

9. The main demands made by the Unions and 
Service Associations of non-railway civilian employees 
are as follows : 

(i) LTC should be available every year instead 
of once in a block of two years. 

(ii) Utilisation of the concession should not be 
linked to journeys to home-towns, but it 
should be available for visiting any place in 
India. 

(iii) LTC should also be available for journeys 
performed during casual leave. 

(iv) The scope of LTC should be widened to 
include dependent parents, etc: 

(v) The existing provision that a Government 
servant should bear the travel expenses for 
the initial distance of 400 kms. (160 kms. 
in the case of Class IV employees) should 
be removed. 

10. In support of the above demands, it has been 
argued that in the circumstances prevailing today, 
Government servants do not find it possible to per¬ 
form journeys even for meeting important social and 
family obligations. It is said that with the employee 
not finding it possible to afford the high cost of travel, 
he is not able to derive the full benefit of going on 
leave because of his inability to leave his duty station. 
On restricting the concession to journeys to and from 
the home-town, many of the witnesses have stated 
that the old concept of an ancestral home or birth¬ 
place is no longer valid. It is said that with the grow¬ 
ing mobility of the social class from which most 
Government servants come, they have now often to 
visit places other than the home-town for meeting 
their parents and other members of the family on 
important social and family occasions. 

11. In our view, the existing facility of visiting 
the home-towns once in two years is not inadequate 
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and making it annual would result in more or less 
doubling the expenditure on. these concessions. The 
existing provisions already allow some adjustment in 
computing the block of two years which can enable 
the employee to perform journeys in successive years. 
Further, if the fapiily is living in the home-town, 
the employee can avail of this concession for himself 
once every year. We do not think that there is a 
strong case for Allowing this concession annually 
instead of once in a block of two years as at pre¬ 
sent. 

12. As regards widening the scope of the travel 
concession to cover journeys to places other than the 
home-town, we feel that under changing social condi¬ 
tions characterised by the disintegration of the joint 
family and the dispersal of the educated wage-earning 
class, the idea of the ancestral home-town or birth¬ 
place has lost much of its attraction. It would be 
fair, therefore, to accept that Government employees 
might on occasions be called upon to perform journeys 
to places other than their home-towns in order to ful¬ 
fil social obligations or maintain family ties. Al¬ 
though this justifies some relaxation in the existing 
rule, the total removal of this restriction would alter 
the basic justification for which the Leave Travel 
Concession Scheme was originally introduced. The 
concession instead of being purely compensatory in 
nature for those having to undertake long journeys 
for visiting home would become an unrestricted fringe 
benefit for all Government employees available also 
for journeys undertaken to visit hill stations and 
places of interest during leave taken solely for rest 
and recuperation. While the latter outcome might 
be desirable and also justifiable to some extent in a 
situation where employees find it difficult to meet the 
expenses on private journeys, the need for economy 
in administrative expenditure requires that this con¬ 
cession for journeys to places other than home-towns 
should be provided at less frequent intervals. We 
feel that the best course would be to continue with the 
existing provision as regards the journeys to home¬ 
towns once in a block of two years with the modifi¬ 
cation that once in a block of four years, every Gov¬ 
ernment employee should be allowed to avail of the 
LTC for journeys to any place in India subject to all 
other conditions laid down in the existing scheme. We 
recommend accordingly. In allowing the concession 
of journeys to places other than home-towns, the 
benefit should be extended to those employees also 
whose home-towns are situated within 400 kms, or, 
in the case of Class IV servants, within 160 kms. 

13. As regards the definition of family for purposes 
of the LTC, we recommend that it should be the 
same as suggested by us for purposes of travelling 
allowance for journeys on transfer. 

14. An employee can avail of the travel concessions 
onlv if he takes regular leave for a minimum period 
of 15 days, although the condition of leave does not 
apply to iourneys performed bv the members of 
family of Government servants. In our view, the ex¬ 
isting restriction is an unnecessary irritant and the 
emoloyees are sometimes forced to take leave simply 
to become entitled to this concession. Thus, the 
employee remains absent from duty for a longer 
period than would be the case if the LTC were pro¬ 


vided also for journeys performed during casual leave. 
We, therefore, recommend that the employees should 
be permitted to avail of the Leave Travel Concession 
for journeys performed during casual leave also with¬ 
out specifying any minimum period of absence. 

15. With regard to the pressing demand for the 
reimbursement of the full cost of travel by rail with¬ 
out the employees having to bear the initial cost of 
the first 400 kms. or 160 kms. in the case of Class 
IV employees, the argument cited in support is mainly 
the rise in the cost of travel. We feel that this ques¬ 
tion has to be examined in the light of the repercus¬ 
sions upon the State Governments. Although a few 
State Governments have introduced somewhat similar 
schemes, the majority of the State Governments have 
not so far provided leave travel concessions to their 
employees. In the Leave Travel Concession Schemes 
introduced by the State Governments, the same restric¬ 
tion as to the employee bearing the cost of 
travel for a certain initial distance of the journey has 
been laid down, although in two or three States the 
distance is less than that prescribed in the Central 
Leave Travel Concession Scheme. Changing the 
initial distance for which the employee has to bear the 
cost of travel has direct financial implications in that 
the number of prospective beneficiaries under the LTC 
Scheme will increase according as the limit is reduced. 
Finally, the increase in the number of applications for 
LTC will add considerably to clerical and accounting 
work. For these reasons we do not recommend any 
change in the existing provisions pertaining to the 
employee bearing the cost of travel for the first 400 
or 160 kms. of journey. 

III. Armed Forces Personnel 

16. A Defence Service officer stationed in field 
area is entitled to free conveyance for visiting every 
year his family at home or wherever residing in 
Government accommodation. If the Service officer 
is posted in a peace station, he and his wife are en¬ 
titled to free conveyance to the home station and 
back but in the case of his wife there is a distance 
restriction of 965 kms. each way. In alternate years, 
the Service officer and his wife are entitled to re¬ 
imbursement of the cost of rail travel up to a distance 
of 965 kms. each wav for journey to a leave station 
and back. The children of Service officers are not 
covered by these concessions, but for their travel 
Form D concessions can be used, i.e.. the children 
can travel by first class on payment of second class 
fare. The Service officer and his wife can also travel 
on Form D in addition to their other privileges. 

17. The Service Headquarters have proposed that 
the Service officer, his wife and dependent children 
should be allowed free conveyance to a selected 
leave station of the officer’s choice and back once a 
vear. We have examined the existing provisions and 
feel that these are on the whole much more advan¬ 
tageous than the corresponding provisions on the civil 
side. We are of the view that because of the rigours 
Service personnel have to face, they should be treated 
better than normal civilian employees in the matter of 
travel concessions. We recommend that these con¬ 
cessions should continue. We further recommend 
that the dependent children of the Service officers 
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should also be allowed the same travel concessions as 
the wife of the Service officer once in a block of two 
years and that the limit of 965 kms should not apply 
in the case of journeys undertaken to home-towns 
We also recommend that for purposes of travel con¬ 
cessions, the definition of family in the case of 
Service officers should be the same as for the civilian 
employees of the Central Government. The extra 
privileges in the matter of leave travel enjoyed by 
Service officers engaged on flying and submarine 
duties should be continued. 

18. As regards the use of Form D concessions by 
a Service officer for himself and his wife and child¬ 
ren, there is no limit today' on the number of times 
this concession can be availed of. We feel that the 
use of Form D concessions should be limited to 3 
sets in a year, a set covering both the outward and 
the return journey. The facility of Form D concessions 
should, however, be available in excess of this number 
for certain specific purposes like children going to a 
boarding school and returning to parents, journeys in 
connection with medical treatment in militarv hospi¬ 
tals etc. 

19. Today, the personnel below officer rank are 
allowed to travel on free railway warrant from duty 
station to home station every year; and if married, 
the wife and children can travel on concession vouch¬ 
er by paying half railway fare to home-town and 
back every year. In a cycle of two years, one of the 
railway warrants can be surrendered by the Service¬ 
man for equal cash value to pay for the difference 
between the rail fare and the concession voucher for 
the family. The Service Headquarters have suggested 


that free conveyance for the Serviceman, his wife and 
children should be allowed every year to home or 
leave station and the family should be given a conces¬ 
sion voucher once a year to go home unaccompanied 
by the head of the family. 

20. It is seen that in the case of personnel below 
officer rank the travel concessions are linked to jour¬ 
neys undertaken to the home-town only and that in 
the case of wife and children, they have to bear half 
the cost for such a journey. We recommend that for 
journey to home station once every year, the free con¬ 
cession voucher should cover the wife and children 
also and that in every alternate year, personnel below 
officer rank along with wife and children should have 
the option to travel to a leave station other than the 
home station with Government bearing the cost of 
the outward and the return journey up to a distance 
of 965 kms each way as in the case of Service offi¬ 
cers. We find that the existing travel concession to 
the members of family of the personnel below officer 
rank is by way of a concession voucher amounting to 
half of the rail fare, the cost of the voucher being 
borne by the Railways. We would not recommend 
any change in this practice and would suggest that 
the expenditure on account of the half rail fare that 
is being borne today by the Servicemen should be 
reimbursed to them. We also recommend that for 
the purpose of travel concessions the definition of 
family in the case of personnel below officer rank 
should be the same as in the case of Service officers. 
We would not recommend extending the facility of 
Form D concessions to the personnel below officer 
rank. 



CHAPTER 59 


EDUCATIONAL FACILITIES AND ALLOWANCES 


Central Government employees are being given 
assistance in the matter of education of their children 
under the following schemes :— 

(1) Children’s Educational Allowance. 

(2) Reimbursement of Tuition Fee. 

(3) Payment of Hostel Subsidy. 

_ (4) Kendriya Vidyalayas (Central Schools) 

TABLE I 


through the Kendriya Vidyalayas Sangathan 
(Central Schools Organisation) to cater 
inter alia to the needs of transferable Cent¬ 
ral Government employees. 

The table below indicates the number of benefi¬ 
ciaries and the total expenditure during 1969-70 on 
children’s educational allowance and reimbursement 
of tuition fee. 


Ministry/Department 


Children’s Educational 

Allowance 

----A-- -_ 

Reimbursement of Tuition 

Fee 


No. of 

employees who 
availed of the 
concession 

Total 

expenditure 
during the year 
1969-70 

No. of 

employees who 
availed of the 
concession 

Total 

expenditure 
during the year 
1969-1970 

Railways*. 

. 

6,754 

16,57,000 

1,96,015 

1,03,00,000 

Defence (Civilians). 

• 

89,246 

1,94,33,483 

35,546 

28,94,783 

Posts & Telegraphs ....... 


54,848 

1,27,59,399 

41,296 

35,18,602 

Other Ministries/Departments. 


44,674 

1,12,08,521 

29,584 

29,01,062 

Armed Forces Personnel. 


1,71,158 

2,64,34,538 

3,016 

1,58,065 

Grand Total . 

• 

3,66,680 

7,14,92,941 

3,05,457 

1,97,72,512 

♦Relates to 1968-69. 


2. The children’s educational allowance is admissible 
to all permanent and quasi-permanent non-gazetted 
Government servants and to temporary non-gazetted 
servants having not less than three years of service, 
drawing a basic pay up to Rs. 349/- per month. The 
allowance is payable in respect of children who are 
between the age limits of 5 and 18 years and are 
studying in Primary, Secondary and Higher Secondary 
classes at a place other than where the Government 
servant is posted and/or residing. In the Railways the 
allowance is admissible only if (i) a school of the 
requisite standard does not exist at the station where 
an employee is posted or (ii) even if it exists, accom¬ 
modation is not available. For employees in other 
Government Departments these two conditions do not 
apply. The rate of the allowance is Rs. 10/- per 
month per child for primary classes and Rs. 15/- per 
month per child for Secondary and Higher Secondary 
classes. The total allowance admissible to an em¬ 
ployee at any time is restricted to Rs. 60/- per month 
in the Railways and to Rs. 50/- per month in other 
Government - Departments. 


3. The reimbursement of tuition fee is admissible 
to Central Government employees drawing a basic pay 
of Rs. 600/- per month in respect of fees payable and 
actually paid by them on behalf of their children for 
education in India in recognised Middle and High 
Schools or Higher Secondary Schools and correspond¬ 
ing classes in technical or other vocational schools. No 
reimbursement of tuition fee is permissible in respect of 
primary classes but exceptions have been made in the 
case of West Bengal and certain schools in Gujarat. 
In States where education is free and no fees have 
been prescribed for schools run by the State Govern¬ 
ment, reimbursement of fees charged by Government- 
aided and recognised unaided schools and also depart¬ 
mental schools is made subject to the following ceil¬ 
ings :— & 


Class VI, VII and VIII 
Class IX 
Class X 
Class XI 


Rs. 5/- per month 
Rs. 6/- per month 
Rs. 7/- per month 
Rs. 8/- per month 
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Reimbursement is restricted to tuition fees only and 
does not cover special fees like library fee, games fee, 
etc. Reimbursement is not admissible in respect of a 
child for more than two academic years in the same 
class. If children’s educational allowance is claimed 
under the first scheme, reimbursement of school fee 
is inadmissible under the second scheme for the same 
child. 

4. The scheme for the payment of hostel subsidy 
provides educational assistance in the form of ‘hostel 
subsidy’ to non-gazetted permanent and quasi-perma¬ 
nent Government servants and temporary Government 
servants with one year’s service drawing a basic pay 
not exceeding Rs. 349/- per month. The subsidy is 
admissible in respect of children, studying in Central 
Schools at a place away from the station at which a 
Government servant is posted and/or residing. The 
subsidy is in respect of expenditure on food charges 
only and not for lodging, electricity and water charges. 
The subsidy is admissible at the following rates :— 


Pay range 

Amount of Subsidy 

Up to Rs. 125/- per month 

Rs. 126 to Rs. 255 per month 

Rs. 256 to Rs. 349 per month 

Rs. 47 -50 per month 
Rs. 42 *50 per month 
Rs. 35 -00 per month 


Jf the total monthly food charges fall short of 
Rs. 55/- per month during any period, corresponding 
reduction, equal to the amount by which the charges 
are short of Rs. 55/- is made in the subsidy payable 
for that period. But if at any time the total food 
charges exceed Rs. 55/-, no additional subsidy is ad¬ 
missible in regard to such excess. The subsidy is 
admissible in respect of not more than three children 
at a time and the total number of children for whom 
the subsidy under the scheme and the children’s edu¬ 
cational allowance could be drawn should not exceed 
four in all. According to the information furnished 
by the Commissioner, Kendriya Vidyalayas Sanga- 
than, the number of children of government employees 
in respect of whom the Principals of Central Schools 
had issued certificates to the parents for claiming the 
hostel subsidy during the year 1970-1971 and 1971- 
1972 was as follows :— 



No. of 
children of 

No. of 
children of 


Year 

civilian 

Central 

Govt. 

employees 

Armed Forces 
Personnel 

Total 

1970-71 . 

39 

102 

141 

1971-72 . 

38 

100 

138 


5. The Railways are also running fourteen subsidised 
hostels for the children of Railway employees belong¬ 
ing to different linguistic groups. During 1970-1971, 
680 children availed of this facility and the net expen¬ 
diture incurred by the railways during that year was 
Rs. 4.17 lakhs. The manner in which subsidy is pro¬ 
vided by the Railways under their scheme is slightly 
different; instead of fixing the quantum of hostel sub¬ 
sidy, the railways follow a system of recovering fixed 
amounts per child. The rates at which recovery is 


made from the employees in various pay ranges are 
shown below:— 


Pay range (including Dearness Pay) 
and 50% of the running 
allowance. 

Amount 
recoverable 
per child (p. m.) 

Up to Rs. 195 

Rs. 7 -50 

Rs. 196 to Rs. 335 

Rs. 12 -50 

Rs. 336 to Rs. 459 

Rs. 20 -00 


6. The number of Central Schools in 1970-71 was 
140 and the number of students on their robs was 
82,336. While education up to Class VIII is free in 
these schools, tuition fee at Rs. 6, Rs. 7 and Rs. 8 
is charged from students in Classes IX, X and XI 
respectively. The total expenditure on the Central 
Schools Organisation for the year 1970-71 was Rs. 3.48 
crores. 

7. Apart from the four schemes of educational assis¬ 
tance mentioned above which are applicable to the 
employees in general, certain other schemes of educa¬ 
tional assistance are also applicable to specific cate¬ 
gories of personnel such as Defence Services personnel, 
personnel of the Indian Foreign Service etc. The 
schemes falling under this category are (a) Sainik 
Schools, (b) Military Schools, and (c) Educational 
assistance to Indian Foreign Service personnel. 

8. It was urged before us by some of the employees’ 
associations that children’s educational allowance 
should be allowed irrespective of whether the child 
stays with the parents or not. Suggestions were also 
made that the 2 schemes of children’s educational 
allowance and reimbursement of tuition fee should be 
merged into a single scheme and a suitable single 
allowance paid to all employees. The question whether 
any two or more of the existing schemes of educational 
assistance could be integrated into a single scheme was 
therefore considered by us in some detail. The schemes 
of children’s educational allowance, payment of hostel 
subsidy and of Kendriya Vidyalayas were recommend¬ 
ed by the Second Pay Commission mainly to cater to 
the needs of transferable Central Government emplo¬ 
yees. The scheme of reimbursement of tuition fee on 
the other hand was introduced by Government as a 
social security measure to provide partial relief to 
the employees against rising cost of living. As the 
different schemes are intended to serve different purpo¬ 
ses, we do not favour the integration of any of the 
existing schemes of educational assistance and recom¬ 
mend that all the four schemes should continue with 
the modifications suggested by us in the succeeding 
paragraphs. 

9. We feel, that the scheme for children’s educa¬ 
tional allowance requires to be reviewed. The Second 
Pay Commission had recommended that the scheme 
then in operation in the railways should be extended 
to other Central Government employees also. The 
essential characteristic of the railway scheme then was 
that the children’s educational allowance would be ad¬ 
missible only if the employee was compelled by the 
absence of proper schooling facilities at the station of 
his posting to keep his children at a different station. 
However, when the Government extended the scheme 
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to other Central Government employees, the above 
oasic stipulation was not followed m toto and the bene¬ 
fit of children’s educational allowance was extended 
10 ail cases where the children studied at a place away 
from the place of posting of the empfoyee. Apparently 
the Government had taxon a very broad view on the 
assumption tnat no Government servant would go out 
of the way to send his children to other places for 
schooling, merely for the sake of a small allowance 
which wifi meet only a part of the additional expenses 
involved. This assumption is, however, not entirely 
correct. Government employees may, in any ca,se, keep 
their children anu tneir families at places other than 
their place of posting for their own convenience and 
facilities. According to the scheme as it stands at 
present these persons too are eligible for the children’s 
educational allowance. The large disparity between 
the number of beneiiciaries under the railways (about 
7000) and under tne civil departments other than the 
railways (about 2 lakhs) though the total number of 
employees is of the same order, would show that the 
conditions imposed by the railways have successfully 
screened out those who have not been compelled by 
circumstances to send their children away from their 
stations of posting. It is also significant that the 
railways have not adopted the relaxations introduced 
by Government in other departments. The unions re¬ 
presenting the railway employees have made a griev¬ 
ance of the fact that the conditions for the grant of 
the allowance in other civil departments are more 
liberal. We are of the view that having regard to the 
experience of the railways and the fact that no work¬ 
ing difficulties have come to fight, the principles fol¬ 
lowed by the railways for grant of children’s educa¬ 
tional allowance should be adopted in respect of other 
Government employees also. Accordingly, we recom¬ 
mend that, as in the railways, the children’s educa¬ 
tional allowance should be admissible to employees in 
other Departments also only if a school of the requisite 
standard does not exist at the station where an emplo¬ 
yee is posted or on account of non-availability of the 
accommodation in such a school. Although this would 
mean some deliberafisation of the existing concession 
in departments other than the railways, we feel that 
the principles for the grant of children’s educational 
allowance should be uniform in all Government depart¬ 
ments and there are good reasons for the proposed 
modification of the present scheme. We would also 
recommend that the certificate regarding non-availabi¬ 
lity of accommodation in a school of the requisite stan¬ 
dard, as enjoined in the Railway scheme, should be 
obtained from the district educational authorities, or 
similar authority, satisfactory to the sanctioning officer 
and it should not be made incumbent on the Govern¬ 
ment servant to collect certificates from various schools 
in order to establish the fact of non-availability of 
accommodation. 

10. Representations have been made by the Unions 
that the upper pay limits for admissibility of children’s 
educational allowance and reimbursement of tuition fee 
should be raised. Demands have also been made that 
the rates of children’s educational allowance should be 
raised find that the reimbursement of tuition fee 
should cover all types of fees, cost of books, stationery 
etc., as also conveyance charges from residence to 


school and back. It was further suggested that fees 
actually cnarged by schools recognised oy Government, 
whether aided or unaided, should be reimbursed. 

11. According to our recommendations children’s 
educational allowance should in future be applicable 
omy to those Genual Government employees who are 
compened by the aosence of proper scnooling facilities 
at uie station of then posting to keep them children 
at a different staUon. ihe bulk of the non-gazetted 
employees in the various Government departments 
eiuier do not have a uansfer liability or have such a 
liability within a particular zone or area only. It is 
mostly the Glass ll anu Glass I officers working in 
departments like Railways, T&T, Defence, Customs and 
Genual Excise, Income r ax and Accounts, who have a 
transfer liability througnout the country. They have to 
unuergo hardships when they are transferred from one 
station to another involving changes in the medium 
ot mstruction particularly when the transfers take place 
during mid-term. Tne existing scheme of children's 
educational allowance wmcn is applicable to employees 
geitmg a basic pay up to Rs. 349/- only does not, 
thereiore, meet the requirements of the personnel who 
actually need such help. Having regard to these cir¬ 
cumstances we recommend that children’s educational 
allowance on the basis of the criteria recommended by 
us should be paid to Gentrai Government employees 
drawing pay up to Rs. I,z0i>/- per month at the rates 
indicated below :— 

Primary classes .... Rs. 15/- p.m. per child 

Secondary and Higher Secondary classes . Rs. 20/- p.m. per child 

The total amount of the allowance should be restricted 
to Rs. 60/- p.m. per employee. 

12. We further recommend that the upper pay limit 

for admissibility of reimbursement ot tuiuon tee, snouid 
be Rs. 1200/-’ p.m. ' 

We are unable to accept the suggestions that the 
fee charged by schools recognised or unrecognised, 
aided or unaided, should be reimbursed as this might 
encourage a tendency among the employees to send 
their children only to the more expensive schools. Fur-" 
ther this might also result in discrimination against 
those employees who are not able to admit their chil¬ 
dren in such private schools or prefer to keep their 
children with them. 

Further, we find ourselves unable to accept the 
demand for reimbursement of the cost of books, sta¬ 
tionery etc. and the suggestion that all fees charged 
by the schools should be reimbursed. 

13. Suggestions were also made to us that the 
schemes for educational assistance should be extended 
to cover graduate and post-graduate education (include 
ing technical courses). College education in the coun¬ 
try is already subsidised to a large extent. Further, the 
educationists have generally favoured adopting a selec¬ 
tive basis for admission to colleges. Any allowance 
which would increase the number of students in col¬ 
leges on a non-selective basis would be a retrograde 
step. We are, therefore, of the opinion that the vari¬ 
ous schemes of educational assistance may continue 
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to be admissible only to children studying up to the 
pre-university classes and should not be extended to 
cover college education. 

14. The present procedure for reimbursement of 
tuition fee involves considerable administrative and ac¬ 
counting work, as the receipts for fees paid monthly 
by the Government servants to the school authorities 
have to be vended and checked every time the reim¬ 
bursement is claimed. Similarly, the fees vary not 
only as between the schools located in different cities 
but also from one class to another in the same school. 
This involves additional work all round for prepara¬ 
tion, verification and payment of claims. With a view 
to reducing the administrative and accounting work we 
reco mm end that the tuition fees may be reimbursed 
on production of certificates twice a year from the head 
of me school giving particulars of the children study¬ 
ing in the schools, the classes in which they are study¬ 
ing, the amount of the fee charged etc. A similar 
certificate could also be obtained when children are 
transferred from one school to another. 

15. Some of the unions of railway employees have 
represented that schools with subsidised hostel accom¬ 
modation should be opened at the headquarters of 
each Kaiiway division and that all categories ol em¬ 
ployees should be made eligible to send their children 
to these schools. We were informed by the Ministry 
of Railways that as agamst the total capacity of 76n 
seats in tile 14 subsidised hostels run by the railways 
in 1970-71, only 680 children of railway employees 
availed of the facility. Thus there was a surplus of 
83 seats in that year. We were also informed that 
the railways have attempted to set up one subsidised 
hostel for each major linguistic area. In addition to 
the hostels opened by the railways, hostel facilities 
are also provided for students by 12 Kendriya Vidya- 
layas. We recommend that the question of opening 
more hostels may be considered by the Government. 

16. The hostel subsidy is at present admissible to 
employees drawing a basic pay or Rs. 349/- per men¬ 
sem or less. However, it is mostly the Class 1 and 
Class ll olficers who are subjected to transfers from 
one part of the country to the other. There does not, 
therefore, appear to oe any justification for restrict¬ 
ing the pay limit to Rs. 349/- per mensem only. We 
feel that toe hostel subsidy should be available to all 
Central Government employees who because of the 
transfer are required to keep their children in a hostel. 
We, therefore, recommend that there should be no 
upper pay limit for payment of hostel subsidy and toe 
concession should be admissible to all employees who 
on account of a transfer are obliged to keep their 
children in a hostel. As regards the rates of subsidy, 
these appear to have been fixed on an ad hoc basis, 
keeping in view the expenditure on board, lodging 
and the paying capacity of the employees. With a 
'View to simplifying the rates, we recommend that the 
hostel subsidy should be allowed at a uniform rate of 
Rs. 60/- per mensem per child. The subsidy may 
continue to be limited to not more than three children 
and the total number of children who may avail of 
the hostel subsidy and children’s educational allow¬ 
ance should not exceed four as at present. Further, 
the hostel subsidy should be allowed irrespective of 
whether the child is in a Central school or any other 


recognised school. At present only 12 Central Schools 
have hostel facilities and they cannot be expected to 
meet the needs of all transferable Government emplo¬ 
yees. It is, therefore, necessary to extend this facility 
to the children residing in the hostels of all recognised 
schools. The expenditure on the grant of hostel sub¬ 
sidy is not likely to be much as the number of Central 
Government employees availing of this facility would 
be relatively small. 

17. Under the existing orders children’s educational 
allowance is admissible to all permanent and quasi¬ 
permanent Government servants and temporary Gov¬ 
ernment servants having not less .than three years ser¬ 
vice. Reimbursement of tuition fee on the other hand 
is admissible to all Central Government employees 
without any condition with regard to length of service. 
The concession of hostel subsidy is admissible to all 
permanent and quasi-permanent Government servants 
and such of the temporary Govt, servants who have 
put in not less than one year’s service. We think that 
there should be a uniformity of treatment under the 
three schemes and accordingly recommend that the 
benefit of the schemes of children’s educational allow¬ 
ance, reimbursement of tuition fee and payment of 
hostel subsidy should, subject to the other conditions 
being fulfilled, be admissibe (i) to all permanent and 
quasi-permanent Central Government employees and 
(ii) to all temporary employees who have completed 
not less than one year’s service. 

18. It was also suggested by some of the unions 
that more Central Schools should be opened in dif¬ 
ferent cities. The Ministry of Education informed us 
that it was not possible to meet the demand for open¬ 
ing more Kendriya Vidyalayas due to paucity of funds. 
The Government propose to open six additional Vid¬ 
yalayas every year. This, according to the Ministry 
of Education, would cover only a small percentage of 
employees and the demands of a large number of 
employees would remain unfulfilled. We recommend 
that in order to satisfy the assessed needs of employees 
for the purpose, Government should take steps to 
open as many more Central Schools as possible. 

19. An employee who is transferred to a new sta¬ 
tion in the middle of an academic session, has to 
incur expenditure either on keeping two establishments 
or on purchasing, for his school going children, new 
uniforms and text-books, paying fresh admission fees 
etc. As transfers are generally made in the public in¬ 
terest, we are of the view that Government should 
compensate the employees for this additional expendi¬ 
ture by grant of a subsidy. Accordingly, we recom¬ 
mend that where an employee is transferred in the 
middle of an academic session and shifts his children 
to a school requiring purchase of a new set of books, 
he should be granted a subsidy at the following 
rates :— 

Primary classes Rs. 20/- per child 

Secondary classes Rs. 40/- per child 

Higher Secondary classes Rs. 60/- per child 

This should be available to employees drawing pay up 
to Rs. 1,600/- per mensem and be admissible up to 
a maximum of four children. 



CHAPTER 60 


DEATH-CUM-RETIREMENT BENEFITS 


Age of Superannuation 

The Central Government employees normally 
superannuate on attaining the age of 58 years. The 
exceptions are :— 

(i) The ministerial employees who were hold¬ 
ing substantive appointments on 31st March, 
1938, are retained in service till the age of 
60 years. 

(ii) The Class IV employees and workmen are 
retained in service till the age of 60 except 
that : 

(a) in the Railways, the Class IV staff with 
few exceptions are retired at 58. The 
Class IV staff who were recruited in 
the Railways prior to 1st December, 
1962 and for whom the age of super¬ 
annuation was 60 years, are allowed 
to continue up to that age; and the 
Class IV staff who had no prescribed 
age limit and were allowed to serve as 
long as they are physically fit continue 
to enjoy the same terms. 

(b) Class IV employees of the Secretariat 
Security Force who entered service on 
or after the 15th September, 1969, 
retire on attaining the age of 58 years. 


2. At the time of the Second Pay Commission the 
normal age of superannuation for the majority of 
Central Government employees (other than Class IV 
and industrial staff) was 55 years. The Second Pay 
Commission had recommended the raising of the age 
of superannuation from 55 to 58 years. Initially, the 
Government did not accept this recommendation be¬ 
cause it felt that raising the age of superannuation 
would reduce employment opportunities in the imme¬ 
diate future. However, the position was reviewed 
subsequently and the age of superannuation was 
raised from 55 years to 58 years with effect from 1st 
December, 1962. The main considerations which 
weighed with the Government in reaching this deci¬ 
sion were : the shortage of experienced and trained 
manpower which could be met partly by raising the 
age of retirement; the insignificant effect this would 
have on employment opportunities {viz. of less than 
1% of the total volume of additional employment 


needed for the educated unemployed during the Third 
Plan period) and the improved expectation of life and 
the state of physical fitness of Government employees. 

3. Some of the service associations have asked for 
raising the age of superannuation [to 60 years on 
account of increased longevity and the fact that with 
late marriages a large number of Government em¬ 
ployees are not free from family responsibilities till 
much later in life. On the other hand a few of the 
unions have suggested that the age of retirement be 
lowered to 55 years mainly with a view! to improving 
the promotion prospects of the employees and pro¬ 
viding increased employment opportunities to the 
educated unemployed in the country. A majority of 
the service associations do not, however, favour any 
change in the existing age limits for superannuation. 
The official witnesses have generally favoured the 
status quo. 

4. According to the information available with us 
the age of superannuation is 70 years in U.S.A. and 
in some of the Latin American countries like Brazil, 
and Peru; it is 65 years in West Germany, Canada, 
Australia and Chile. In U.K. and Japan there is no 
prescribed age of retirement but full pension becomes 
payable at the age of 60 and 55 years, respectively. 
The age of retirement is 63 years in Phillipines and 
64 years in Lebanon which is reduced to 60 for posts 
involving physical work. In Czechoslovakia, Ghana, 
Ceylon and Thailand, the age of superannuation is 60 
years. It is lower in Malayasia and Kenya, being 
only 55 years. Thus, with a few exceptions the age 
of retirement in the other countries for which informa¬ 
tion is available with us is 60 years or more. 

5. Consequent upon raising of the age of retire¬ 
ment for Central Government employees in 1962, a 
large number of State Governments had also raised 
the age of retirement of their employees from 55 to 
58 years. Subsequently, however, some of them again 
reduced the age of superannuation to 55 years. The 
position now is that while in the States of Andhra 
Pradesh, Assam, Bihar, Jammu & Kashmir, Kerala, 
Mysore, Nagaland, Orissa, Rajasthan and Tamil Nadu 
the age of retirement is 55 years, it is 58 years in 
Gujarat, Haryana, Himachal Pradesh, Madhya Pra¬ 
desh, Maharashtra, Manipur, Punjab, Tripura, Uttar 
Pradesh and West Bengal. 

The public sector undertakings generally follow the 
Central Government in this matter. 

6. We find that there has been a further improve¬ 
ment in the expectancy of life at birth as revealed by 
the provisional 1971 Census figures. The table below 


(iii) Police personnel in the Border Security 
Force and the Central Reserve Police who 
in this matter are governed by the provisions 
of the relevant Acts are retained in service 
up to the age of 55 years. 
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indicates the expectation of life at birth during the 
last 20 years :— 

TABLE I 


Expectation of life at birth 


Period 

Male 

Female 

Combined 
for Male. 

and 

Female 

1951-60 . 

41-9 

40-6 

41 -3 

1961-65 . 

45-7 

44-3 

45 -0 

1966-70 . 

48-2 

46-8 

47-5 


7. Apart from the general improvement, there has 
also been improvement in the expectancy of life at 
the age of 50/55 years which is of greater relevance 
in the context of the superannuation age for Govern¬ 
ment employees. The table below indicates the infor¬ 
mation available from the Census figures in this 
regard :—_ 


TABLE II 


Expectation of Life 


Ages 

1941-50 

1951-60 

1966-70* 

Male 

Female 

Male 

Female 

Male 

Female 

50 

14'9 

16-2 

16-5 

17-5 

19-9 

20-8 

55 

12-4 

13-7 

14-0 

15-1 

16-7 

17-5 

60 

10 1 

11 -3 

11 -8 

13-0 

13-7 

14-3 


♦The figures are provisional and are based on the Expert 
Committee Projections revised in the light of 1971 Census Pro¬ 
visional Population Totals. 


8. The Second Pay Commission collected some data 
from the Comptroller & Auditor General about the 
casualties among Government pensioners within 10 
years of their retirement. We requested the C. & A.G. 
to furnish similar data for the subsequent period. 

The requisite information is given in the tabic 
below:— _ . » _; # j 


TABLE III 


SI. Category of 

No. Government 

pensioners 

Total 

N umber j 
of 

pensions 
sancti¬ 
oned in 
1940 

Casual¬ 
ties 
up to 
1950 

Surv¬ 

ivors 

%age 

of 

surv¬ 

ivors 

Total 

Number 

of 

pensions 
sancti¬ 
oned 
in 1950 

Casual¬ 
ties 
up to 
1960 

Surv¬ 

ivors 

%age 

of 

survi¬ 

vors 

Total 
Number J 
of 

pensions 
sancti¬ 
oned in 
1960 

Casual¬ 
ties 
up to 
1970 

Surv¬ 

ivors 

%age 

of 

surv¬ 

ivors 

1 2 

3 

4 

5 

6 

7 

8 

9 

10 

11 

12 

13 

14 

1. Gazetted Officers • 

501 

94 

407 

81 -24 

177 

26 

151 

85-31 

595 

68 

527 

88-57 

2. Class III . 

3992 

861 

3131 

78 -43 

1866 

449 

1417 

75 -93 

3044 

551 

2493 

81 -89 

3. Class IV . 

1419 

356 

1063 

74-91 

601 

168 

433 

72 -04 

776 

181 

595 

76 -67 


It will be seen that the percentage of survivors among 
gazetted officers during 10 years after retirement went 
up from 81.24% in 1950 to 88.57% in 1970. The 
corresponding figures of survivors for the Class III 
and Class IV staff have changed from 78.43% to 
81.89 % and from 74.91% to 76.67% respectively. 
Thus apart from the general increase in the expec¬ 
tancy of life in the country both at birth and at the 
age of 55 years there has also been a definite improve¬ 
ment in the expeciancy of life of Central Government 
employees in particular. 

9. The main arguments which have generally been 
urged in support of the plea for reducing the existing 
age of superannuation are its effects on the employ¬ 
ment situation and in improving the promotion pros¬ 
pects of the existing employees. In so far as the latter 
is concerned, the advantage of any improvement in 
promotion prospects by reducing the retirement age 
can only be a limited one as while it might expedite 
promotions of the existing employees, they will retire 
earlier from the Government service. As regards the 
impact of such a step on the employment situation, 
which is of course a more important consideration, we 
find from the information furnished by the Ministry 
of Finance, that the retirements from Government ser- 


vice during the period 
follows :—- 

1964-68 have been as 

Year 

Number of 
employees who 
retired from 
Government 
service. 

1964-65 . 

5,900 

1965-66 . 

5,800 

1966-67 . .-. 

12,900 

1967-68 . 

13,000 


The comparatively lower figures for the years 1964-65 
and 1965-66 are on account of the raising of the age 
of retirement in 1962. The Ministry of Finance has 
estimated that during 1972-73 about 32,000 Govern¬ 
ment servants would retire. Out of this about 50% 
may be from the Class IV posts. Thus a reduction 
in the existing age of superannuation to 55 years, 
would result in making available immediately about 
96,000 additional jobs only. It has also to be borne 
in mind that in view of the increased cost of living 
and the continued family responsibilities a large num- 
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ber of retired Government employees are obliged to 
take up some employment even after retirement. 
While some of them get re-employed in the public 
sector undertakings, and other autonomous bodies 
under the Government, quite a large number seek 
commercial employment in the other sectors of the 
economy. A reduction in the age of superannuation 
for Government employees may not therefore, ipso 
jacto, improve the overall employment position for 
the educated unemployed. Moreover, having regard 
to the increased expectancy of life and the powers 
which already vest in the Government to weed out in¬ 
efficient employees before reaching the normal age of 
superannuation we do not see any justification for 
reducing the existing age of superannuation. 

10. We are also not convinced of the validity of 
the argument for an enhancement of the age of super¬ 
annuation. It has been estimated by the Ministry of 
Finance that the retirements during the next 10 years 
are expected to show a progressive increase at the 
rate of 20% every year going up to about 1 lakh em¬ 
ployees in 1980-81. We are of the view that any en¬ 
hancement of the retirement age at the present moment 
would shut out a substantially large number of new 
entrants to the Government service in the next 10 
years or so. Since there are age limits for entry into 
Government service, sudden curtailment of recruit¬ 
ment now will permanently deprive or curtail the 
opportunities of persons fresh from universities or 
technical institutions to enter Government service. 
We think that with the advancement of science 
and technology and the various additional res¬ 
ponsibilities devolving upon the Government 
in diverse fields, it is necessary that persons 
qualified in the latest techniques should continue to 
get inducted into Government service. Any en¬ 
hancement of the age of superannuation at this stage 
would reduce during the period by which this is 
done, the employment opportunities for the very large 
number of technical, engineering and professional 
students passing out from the Universities, technical 
institutes and various industrial training institutes. 

11. Some representations have been made that the 
age of superannuation for the scientific and technical 
employees should be raised. At present while the 
normal age of superannuation for scientific and techni¬ 
cal personnel is the same as for other Government 
employees, the rules provide that in rare and excep¬ 
tional circumstances extensions of service may be 
granted to scientific and technical personnel up to the 
age of 62 years. We consider this to be an adequate 
arrangement in the present context. 

12. We also consider that since the age of retire¬ 
ment has a vital bearing on the career prospects and 
retirement benefits of Government employees and is 
also an important factor in the attractiveness of Gov¬ 
ernment service, it should not be changed frequently. 
We, therefore, come to the conclusion that having 
regard to all the considerations the age of superannua¬ 
tion should continue to be 58 years for the Central 
Government employees. 

13. We notice a lack of uniformity in regard to the 
age of superannuation for the Class IV and industrial 
staff in the Railways and in other Government De- 
partments. While the Class IV staff and the indus¬ 


trial staff in the other Government Departments are 
retained up to the age of 60 years, the bulk of the 
staff in the Railways are retired at the age of 58 
years. Some of the Railway unions have made a 
grievance of this discrimination against the railway 
employees. The Railways appear to have kept the 
age of superannuation lower as in the railways a 
relatively higher standard of physical fitness is ex¬ 
pected from the generality of these categories of staff. 
The higher age of retirement for the Class IV and 
industrial staff in the other civil departments has been 
continuing for a very long time. We recommend that 
having regard to all the various considerations. Gov¬ 
ernment should look into this matter and remedy the 
existing lack of uniformity in regard to the age of 
superannuation for the Class IV and industrial staff 
in the different Government Departments as circum¬ 
stances permit. 

14. The Police personnel should continue to be re¬ 
tained in service up to the age of superannuation fixed 
for them under the relevant Acts governing their ser¬ 
vice conditions. 

15. We would further recommend that the retire¬ 
ment of Government employees should take effect 
from the afternoon of the last day of the month in 
which the employee concerned attains the age of 
superannuation instead of the afternoon of the actual 
date of his superannuation. This would simplify ac¬ 
counting work in regard to the calculations of pay 
and allowances, average emoluments, qualifying ser¬ 
vice, etc. which would help in the speedy settlement 
of pension claims. 

Premature Retirement 

16. Under FR 56 (j) the Government has the 
absolute right to retire in public interest a Class I or 
Class II Government officer (who had entered Gov¬ 
ernment service before reaching the age of 35 years), 
after he has attained the age of 50 years, by giving 
him 3 months’ notice in writing or 3 months’ pay 
and allowances in lieu of such notice. As regards the 
Class I and Class II officers who entered Government 
service after attaining the age of 35 years and all the 
Class III employees as also the Class IV employees 
who entered service after 23rd July, 1966, similar 
premature retirement is possible after they have 
attained the age of 55 years. This rule does not, 
however, apply to Class IV Government servants 
who entered Government service on or before 23rd 
July, 1966. Similarly, Class III Government em¬ 
ployees who are not governed by any pension rules 
could also be retired in public interest under the pro¬ 
visions of F.R. 56(1) after they have completed 30 
years of service by giving a similar notice. A Gov¬ 
ernment servant also has a reciprocal right to retire 
voluntarily under the provisions of FR 56(k) and 
FR 56(m). Further, under Rule 48 of the Central 
Civil Services (Pension) Rules, 1972, Government 
may retire in public interest an employee who has 
completed 30 years’ qualifying service with a similar 
option being available to the employee also. 

17. The associations of Government employees have 
criticised the powers under which Government can 
retire the employees before attaining the normal age 
of superannuation. They have contended that instead 
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o£ proceeding under these rules, action against the 
corrupt or inefficient employees should be taken 
under the provisions of the Central Civil Services 
(Classification, Control and Appeal) Rules, They 
apprehend that these powers are liable to be misused 
and should therefore be withdrawn. 

18. We find that the Government have already 
provided sufficient safeguards against the possible 
misuse of these powers by the authorities concerned 
by stipulating that action under these rules is to be 
taken on the recommendations of committees specially 
constituted for the purpose. Further, these powers 
are not to be used to retire a Government servant on 
grounds of specific acts of misconduct as a short cut 
to initiating formal disciplinary proceedings. It has 
also been stipulated that these rules should not be 
used to retire a Government servant on the ground 
that he may not be suitable to continue in his officiat¬ 
ing post or for promotion to the higher post for which 
he might be eligible. 

19. We think that the existing provisions for the 
compulsory retirement of Government employees be¬ 
fore they nave reached the normal age of superannua¬ 
tion are salutary as they are directed towards main¬ 
taining the efficiency and integrity of the public ser¬ 
vices. We do not, therefore, consider it necessary to 
suggest any change in this regard. 

Voluntary Retirement 

20. Suggestions have often been made that in addi¬ 
tion to the provisions for early retirement discussed 
above. Government servants should be allowed to 
retire voluntarily from public service on propor¬ 
tionate pension after serving for periods ranging from 
15 to 20 years. It has been argued that movement 
of personnel from the Government to the other sec¬ 
tors of employment would be in the overall national 
interest in cases where the personal circumstances, 
temperament or inclination of an employee are not 
conducive to his further continuance in Government 
service. Further, if the unwilling workers are allowed 
to move out from Government service it would not 
only provide better promotional opportunities for 
those left behind but would also be conducive to the 
efficiency of Government service. The Administra¬ 
tive Reforms Commission recommended* that a-civil 
servant might be allowed to retire voluntarily on pro¬ 
portionate pension and gratuity after he had com¬ 
pleted 15 years of service. It also recommended that 
Government servants who were superseded be allowed 
to retire even earlier on similar terms if they had 
put in atleast 10 years’ service. We had sought 
specific comments on this recommendation vide ques¬ 
tion No. 65 of our Questionnaire. Most of the res¬ 
pondents have favoured implementation of this re¬ 
commendation. 

21. The question of voluntary retirement affer com¬ 
pletion of 15—20 years’ service was represented be¬ 
fore the previous two Pay Commissions also. The 
First Pay Commission were of the view that— 

“It would be a serious wastage of manpower and 

would impose an unconscionable burden on the 

* Recommendation No. 59 in the Report on Personnel 
Administration. 


State to retire, in their prime, employees still 
capable of good work.” 

The Second Pay Commission remarked that— 

“It is odd that while seeking greater security for 
employees in one matter and another and side by 
side with the proposal to raise the age of super¬ 
annuation, demands should have been made 
which would have the obvious effect of reducing 
the Government’s assurance that its employees 
would normally serve it through practically the 
whole of their working life. In other words, 
what is asked is the maximum security for the 
employee and the minimum for the Government. 
There is no logic or equity in this combination 
of demands.” 

They also cited tne practice in other countries where 
an employee could generally retire with retirement 
benents only alter completion of 30 years’ service or 
so. Having regard to this and the fact that the civil 
service is looxeu upon as a career service, tne Second 
Pay Commission did not favour any lurther liberalisa¬ 
tion ot the then existing provisions regarding voluntary 
retirement. 

22. We have given considerable thought to the 
question of voluntary retirement after completion of 
id years of service. This facility would mainly be 
availed ot py tne officers appointed to the Class L and 
Class if services under tne Central Government, 
Since most of tnese services are organised in a neirar- 
chical pattern with httle or no provision for lateral 
induction above the Jumor Administrative Grades, the 
result of such a facility would be tnat while expe¬ 
rienced officers who have acquired special skills or 
training under the Government might go out of the 
services there would be no lateral induction at these 
senior levels. We think that while a system of 
voluntary retirement with proportionate pension might 
be appropriate in a situation where there is free 
mobility and interchange between the Government 
service and the non-governmental sectors, in our 
country this stage has not been reached and our 
society cannot afford the luxury of trained and use¬ 
ful personnel being drained away from the Govern¬ 
ment to the private sector by the lure of higher 
salaries and without any scope for replenishment for 
carrying on essential task. We also appreciate the 
force of the arguments advanced by our two predeces¬ 
sor bodies. It should be recalled that the service con¬ 
cept is based upon an arrangement spanning the 
entire career of a Government employee and pension 
is a reward admissible generally after long years of 
service. Premature retirement on proportionate pen¬ 
sion, if permitted generally, would dilute the service 
concept and would reduce the efficacy of pension as 
an instrument for retaining the services of key 
personnel. It would also make it all the easier for the 
private sector to engage those Government employees 
whom they consider useful for their purposes. 

23. We also think that even in respect of 
employees who might have been superseded in 
service, the chances of promotion to a higher post are 
not lost for good and in many cases such employees 
get promoted to the higher posts subsequently. There 
is the risk that superseded officers if allowed this 
facility, would benefit more than those not superseded. 
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A differentiation which rewards the inefficient rela¬ 
tively to the efficient cannot be advocated. 

24. Having regard to all these considerations we 
are unable to accept the demand for allowing 
voluntary retirement of Government employees after 
15 to 20 years of service. 

25. Apart from the rules for early retirement dis¬ 
cussed in para 16 above, the Central Government 
employees are also allowed to retire with pensionary 
benefits in the following cases :— 

(i) Government employees who opt for perma¬ 
nent absorption in public enterprises are 
given their pro-rata pension and gratuity 
based on the length of qualifying service 
under Government till the date of absorp¬ 
tion. The pension and gratuity is paid to 
such employees immediately on their absorp¬ 
tion in addition to the pay of the post in 
the public enterprises. 


We recommend that the benefits referred to in sub¬ 
para (ii) above should be extended to various cate¬ 
gories of technical personnel also on similar absorp¬ 
tion in these organisations. 

Restrictions on commercial employment after 
retirement 

26. Some of the associations representing Class I 
officers have urged that the existing rules which 
require these officers to seek permission from Govern¬ 
ment before taking up commercial employment within 
two years of retirement should be rescinded. In the 
civil departments, such a permission is required in the 
case of pensionable officers only; for non-pensionable 
officers, the only restriction is in regard to employ¬ 
ment as a contractor or in a firm of contractors. In 
the Railways, however, both pensionable and non- 
pensionable Government employees have to furnish 
an undertaking at the time of retirement that they 
would not seek emplovment within two years of retire¬ 
ment without prior permission of the Government. 
Officers belonging to the Indian Revenue Service can¬ 
not set uo practice before expiry of two years from the 
date of retirement in anv area within the legal limit 
of their jurisdiction during the three vears immediately 
before retirement. In other areas, private practice can 
be set up only with the previous sanction of the 

‘Vide Ministry of Finance O.M. No. 24(12)-EVi66 
dated 16-6-1967 as amended by O.M. No. F44(8)-EV/7l 
dated 19-6-1972. 


Government. The penalty for infringement of the 
existing orders is denial of pension in respect of the 
period for which the person accepts commercial 
employment or such longer period as the Government 
may decide. We have been informed bv the Depart¬ 
ment of Personnel that the main object of imposing 
these restrictions is to ensure public confidence in the 
disinterestedness and integrity of public ' servants at 
the high level. Accordingly,' except for Class II 
engineers there are no restrictions on other Class II, 
Class III and Class IV staff. 

27. The Committee on Prevention of Corruption 
(Santhanam Committee) had recommended that if it 
was legally permissible, no Government servant should 
be allowed to accept any commercial employment in 
the private sector for two years after retirement. This 
recommendation was considered by the Government 
in consultation with the Attorney General who advised 
that whereas a total ban on commercial employment 
by retired Government servants could not be defended 
in law, refusal of permission based on certain well- 
defined criteria could be. Accordingly, requests from 
retired Class I officers who drew salaries of Rs. 1500 
per month and above at the time of their retirement, 
for permission to take up commercial employment 
within two years of retirement, are now considered by 
a Committee consisting of the Minister-in-charge of 
the Ministry under which the applicant last served 
prior to retirement, and the Minister in the Depart¬ 
ment of Personnel. Cases of other Class I officers are 
scrutinised by the Ministry/Department administra¬ 
tively concerned, and the orders of the Minister-in¬ 
charge obtained before granting or refusing permis¬ 
sion. While giving permission, factors like the deal¬ 
ings, if any, of the officer with the concerned party 
while in service, the reputation of the firm and the 
hardship involved in refusal of permission, etc. are 
taken into account. According to the information fur¬ 
nished to us. there were 135 cases in which permission 
was sought by officers belonging to the All Tiidia and 
Class I services during the five years 1967 to 1971 
and it was refused in 24 cases only. 

28. The Administrative Reforms Commission 
recommended! that these restrictions should be 
removed or approval should be given as a matter of 
course. It also suggested that if the salary received in 
the new employment together with pension exceeded 
the last pav drawn, the pension should be withheld in 
part or toto as might be necessary. 

29. The majority! of us are of the view that in the 
present circumstances it would neither be desirable to 
put a complete ban on commercial employment after 
retirement nor to remove these restrictions altogether. 
We think that the existing arrangements under which 
such requests are considered on the basis of certain 
well-defined criteria is a satisfactory arrangement 
and should continue. 

We further recommend that employees who are 
governed bv the Contributory Provident Fund Rules 
should also be subject to similar restrictions. 

•(■Recommendation No. 62(2) Report on Personnel Admin¬ 
istration. 

tProf. A. K. Das Gupta is, however, in favour of a total 
ban on commercial employment after retirement. 


(ii) Scientific employees of the Government on. 
absorption in autonomous organisations like 
Council of Scientific & Industrial Research, 
Indian Council of Agricultural Research, 
Central Universities, etc. are eligible* for 
pro rata pension and gratuity based on the 
length of their qualifying service under 
Government till the date of absorption. The 
pro rata pension, gratuity etc. admissible 
in respect of the service rendered under the 
Government is disbursable either from the 
earliest date from which the Government 
servant could have retired voluntarily under 
the rules applicable to him, or from the date 
of absorption in the institution, whichever 
is later. 
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The ban should also apply to cases where Govern¬ 
ment servants are allowed to retire voluntarily under 
the existing rules. 

We do not find it possible to agree to the recom¬ 
mendation of the Administrative Reforms Commission 
to withhold pension in full or part with reference to 
the emoluments received in the new employment. We 
think that there need not be any nexus "between the 
retirement benefits received by a Government emp¬ 
loyee for service rendered under the Government and 
the emoluments which he might receive in a commer¬ 
cial employment after retirement as these are earned 
from different employers and under different circum¬ 
stances. 

Retirement Benefits 

30. There are two main schemes of retirement 
benefits for the Central Government employees, 
namely, the Pension Scheme and the Contributory 
Provident Fund Scheme. Most of the non-industrial 
staff in departments other than the Railways are 
governed by the pension scheme. The industrial staff 
in these departments, persons appointed on contract 
for specified periods, as also scientific and technical 
personnel entering Government service at a relatively 
advanced age are generally covered By the contribu¬ 
tory provident fund scheme. However, the industrial 
staff recruited after 18th November, 1960 can conti¬ 
nue on the contributory provident fund scheme so 
long as they are temporary but on confirmation they 
are automatically brought over to the pension scheme. 
An option is also available to the industrial staff 
recruited before that date to come over to the pension 
scheme. In the railways a pension scheme similar to 
the one in force in the other civil departments was 
introduced in 1957 and all Railway employees rec¬ 
ruited after 16th November, 1957 are governed by 
the pension scheme only. Such of the Railway 
employees recruited prior to this date as have not 
opted for the pension scheme are governed by the 
State Railways Provident Fund Scheme. As on 31st 
March. 1972, out of the 13.73 lakhs employees in 
the Railways, 6.82 lakhs were governed by the pension 
scheme and the remaining were covered by the contri¬ 
butory provident fund scheme. 

Principles governing grant of pension 

31. There are certain underlying principles govern¬ 
ing the grant of pension. An employee is not eligible 
for pension unless the qualifying service is paid for 
and is rendered in a post under the Government and 
he is the holder of a substantive appointment at the 
time of retirement. Pension is not sanctioned as a 
matter of course. If the service has not been satisfac¬ 
tory the pension sanctioning authority has the power 
to make such reduction in the amount of pension as 
it thinks proper. Similarly, future good conduct of the 
pensioner is also an implied condition off every grant 
of pension and its continuance in future. If the pen¬ 
sioner is convicted of a serious crime or is found 
guilty of grave misconduct, the pension sanctioning 
authority can withdraw the pension in full or in part, 
either permanently or for a specified period. 

32. It has been contended by the unions and 
associations that pension is in the nature of a 


deferred payment and Government servants have, 
therefore, a legal right to receive it. This matter was 
represented before the Second Pay Commission also 
which was of the view that “good conduct and effi¬ 
ciency during service should continue to be insisted 
upon and it would be ill advised to do away with a 
provision designed to secure honest and efficient 
service.” In the course of our deliberations, no speci¬ 
fic cases regarding misuse of the powers to reduce or 
withdraw pension by the administrative authorities 
have been brought to our notice by the employees’ 
organisations. Moreover, any reduction of pension in 
full or in part can be made only in consultation with 
the U.P.S.C. We consider that this is an adequate 
safeguard against any improper exercise of the powers 
by the executive authority. 

33. The Supreme Court has held* that pension is 
a valuable right vested in a Government servant and 
that the right to receive pension is property under 
Article 31(1) of the Constitution and if it is denied 
to an employee, a Writ of Mandamus could be issued 
to the State to properly consider the claim of the 
pensioner for payment of pension according to law. 
Thus, courts will not allow refusal, reduction or for¬ 
feiture of pension unless there are genuine grounds 
for doing so, and the employees can also seek redress 
in the Courts of Law, whenever they feel that justice 
has been denied to them. Having regard to these 
considerations we are unable to accept the demand of 
the employees’ associations and recommend that 
pension should be sanctioned and continued only 
if certain conditions, which are mainly concerned with 
safeguarding the efficiency and integrity of the 
Government service, are satisfied. 

Existing position 

34. A Government servant borne on pensionable 
establishment who resigns his post before he is due 
to retire voluntarily on completion of 30 years of 
service or_ at the age of 50/55 years, as applicable, 
forfeits the pensionary benefits which he would other¬ 
wise get for the service rendered under the 
Government. On superannuation or premature retire¬ 
ment Government servant is eligible for pension and 
gratuity provided he has completed a minimum quali¬ 
fying service of 10 years. Maximum pension is earned 
on completion of 30 years of service. The pension is 
calculated at the rate of 1/8Oth of the average 
emoluments drawn during the last three years of 
service multiplied by the years of service subject to 
the maximum pay limit of Rs. 1,800 per mensem 
and an overall ceiling of Rs. 8,100 per annum for 
determining the pension. The Death-curn-Retirement 
Gratuity is earned at the rate of l/4th of the emolu¬ 
ments drawn immediately before retirement, for 
each completed 6-monthly period of service subject 
to a maximum of 15 months’ emoluments. The 
maximum amount of Gratuity is limited to Rs. 24,000. 

35. The retirement benefit of employees governed 
by the contributory provident fund scheme consists 
of the amount contributed to the provident fund by 
the Government. These employees are required to 
contribute an amount equal to 8 J per cent of 


*Deokinandan Prasad Vs State of Bihar Writ Petition No 217 
of!968 decided on May 4, 1971. 
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their emoluments and there is a matching contribution 
by the Government. The Railway employees governed 
by their contributory fund scheme are in addition 
entitled to a special contribution, which has been dis¬ 
cussed later.* 

Unlike the employees governed by the pension 
schemes, there is neither aniy monetary limit on 
emoluments for earning the matching Government 
contribution nor is there any editing on the length of 
service for earning such contribution. Thus an 
employee governed by the contributory provident 
fund scheme can continue to receive matching 
.Government contributions on emoluments exceeding 
Rs. 1,800 per mensem and will continue to benefit 
from these contributions even if the service rendered 
exceeds 30 years. Further, resignation from service 
in the case of an employee who has rendered a service 
of five years or more does not entail any forfeiture of 
the Government contribution. 

36. Since Government service is looked upon as a, 
career service, there are advantages in having a pen¬ 
sion scheme for the generality of the employees who 
enter Government service at different levels at the 
normal age of recruitment. The contributory provident 
fund scheme, on the other hand, is of advantage in 
cases where lateral induction of specially qualified 
and experienced personnel is considered necessary as 
such personnel enter the Government service af an age 
when the pensionary scheme may not be of much 
benefit to them. This scheme is useful for short term 
contract appointments or where mobility of scientific 
and technical personnel into and from Government 
Departments, research institutes, universities, etc. is 
considered desirable in the overall interest. The 
pension schemes on the other hand, which offer a 
lump sum gratuity on retirement coupled with an 
annuity for life and social security for the family in 
the shape of a family pension should continue to apply 
to the generality of Government employees who enter 
Government service as a career service. 

Emoluments 

37. It has been represented "before us that the 
emoluments for purposes of pension should either be 
the last pay drawn or the average emoluments drawn 
during the last 10 or 20 months of service. We are 
unable to accept the demand for calculating pension 
with reference to the last pay drawn as, while on the 
one hand this would adversely affect employees who 
might have officiated in a higher grade during the last 
36 months of service but might have been jreverted to 
i lower post just before retirement, on the'other hand 
:ertain employees might earn higher pension based 
on purely fortuitous short-term promotions and post¬ 
ings. The existing provision for calculation of average 
emoluments over a period of 36 months has been 
continuing for a long time. Both the First and the 
?econd Pay Commissions recommended its conti- 
ruance. We do not, therefore, recommend anv change 
n the existing formula for calculation of emoluments 
aver a period of 36 months for purposes of pension. 

Rates of pension 

38. There is a general demand from the employees 
•or increasing the rates of pension and gratuity as the 

‘Paragraph 49 infra. 


existing benefits are considered by them to be inade¬ 
quate in the context of the increased cost of living. 
They have urged that the existing restriction of 30 
years on the service qualifying for pension should be 
removed and pension should be calculated with refe¬ 
rence to the total service rendered by an employee. 
In this context they have pointed out that in Punjab 
and Haryana, consequent upon raising the' age of 
superannuation from 55 to 58 years, the qualifying 
service for pension was also increased to 35 years for 
the Class IV staff and 33 years for others. There are 
also representations that the existing ceilings of 
Rs. 8,100 per annum for pension and Rs. 24,000 for 
gratuity should be increased as these were fixed long 
ago and there has been considerable erosion in money 
values since then. The new ceilings suggested for pen¬ 
sion generally range between Rs. 1,000 to Rs. 1,500 
per mensem. In regard to the formula for calculating 
pension, the general demand is that it should be 
l/60th of the average emoluments for every year of 
service instead of l/80th as at present. 

39. With the introduction of the Liberalised 
Pension Rules in 1950, pension is calculated at the 
rate of l/80th of the average monthly emoluments 
as against the previous rate of l/60th for each year 
of qualifying service up to 30 years. The scheme for 
payment of death-cn/n-retirement gratuity introduced 
simultaneously provided for a gratuity at the rate of 
9/20th of monthly emoluments subject to a maximum 
of 15 months’ pay or Rs. 22,500, whichever was less. 
We understand that when the computation of pension 
was changed from l/60th for every completed year 
of service to l/80th and instead a gratuity was 
allowed, the extra liability on the Government was 
estimated to be marginal only. We requested the 
Controller of Insurance to indicate whether, having 
regard to the changes that have taken place from time 
to time in the interest rates, rates of mortality, age of 
superannuation, etc., the Government lias lost or 
gained financially by granting pension at the rate of 
l/80th of average emoluments for each year of 
service plus gratuity, instead of l/60th without 
gratuity. While it was not possible for the Controller 
of Insurance to indicate the precise position in view 
of the numerous changes that have taken place from 
time to time, it was indicated that at present the 
contribution rate for pension at I/80th plus death- 
cum -retirement gratuity is lower than that for pension 
at l/60th by about 0.3 per cent. 

40. In considering the demand for improving the 
existing pensionary benefits we have to take note of 
the age of retirement, the nature of our pension 
schemes, the need to maintain the attractiveness of 
Government service and other relevant factors. At 
present most of the employees appointed direct to 
the Class III and Class IV services and posts enter 
Government service prior to completing the age of 
23 years and thus before reaching the normal age of 
superannuation render a qualifying service of about 
35 or 37 years in the case of Class III and Class IV 
staff respectively. The upper age limit for recruitment 
to the Class I organised services has recently been 
raised from 24 years to 26 years for the non-technical 
services and to 30 years temporarily for the engineer¬ 
ing services. Even in respect of these services the 
average age of recruitment is generally below the 
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prescribed upper age limit and the officers appointed 
to these services also render a qualifying service of 
more than 30 years before reaching the normal age 
of superannuation. The maximum service qualifying 
for pension has remained 30 years despite the en¬ 
hancement of the age of superannuation by 3 years in 
1962. 

41. Most of the employees’ associations ha,ve 
drawn our attention to the fact that in other countries 
the superannuation pension works out to about 50 to 
80 per cent of the last pay drawn. They, however, 
seem to overlook the fact that in m ost of the other 
countries where higher rates of pension are allowed, 
the pension schemes are generally of a contributory 
nature. For example, in Australia, Canada, France, 
Japan, Phillipines and USA, where higher rates of 
pension are allowed, the employees are required to 
contribute to the pension fund an amount ranging 
between 4 to 7 per cent of their salary. The pension 
schemes operated by the United Nations, as ajso the 
International Bank for Reconstruction and Develop¬ 
ment, International Monetary Fund and Asian Deve¬ 
lopment Bank are also contributory with the rate 
varying between 7 to 7 § per cent of the monthly 
remuneration. It is note-worthy that even without any 
improvement of the existing pension formula, there 
would be a substantial increase in the amount of 
pension admissible to the Class IV and Class III 
employees on account of the improved pay scales 
recommended by us. We are, therefore, unable to 
recommend an improvement of the existing pension 
formula as it would increase substantially the pension 
liability of the Government. We, however, consider 
that the existing restriction on the maximum service 
qualifying for pension as also the existing ceilings on 
tile amount of pension and gratuity need to be 
reviewed. In U.K., where the pension scheme is non¬ 
contributory like ours and the pension formula is also 
the same, there is no ceiling on the maximum amount 
of pension and the maximum service qualifying for 
pension goes up to 45 years. While we do not recom¬ 
mend adoption of the U.K. practice in toto, as condi¬ 
tions are different, we think that there is enough 
justification for increasing the qualifying service for 
pension and gratuity from 30 years to 33 years and 
we recommend accordingly. This would benefit 
almost all the Class IV and Class III employees and 
those of the Class II and Class I directly recruited 
employees who enter Government service up to the 
age of 25 years. 

42. The existing ceilings on pension and gratuity 
were fixed more than 15 years ago. We were told by 
many of the official witnesses and the Chairman, 
Union Public Service Commission, that along with 
suitable revised salary scales, an improvement in 
pensionary benefits was equally necessary to safe¬ 
guard the quality of the intake into the higher 
services. We have not found it possible for the 
various reasons discussed in Chapter 7 to recommend 
any improvement of the highest salaries under the 
Government. While we appreciate the validity of the 
argument that retired officers should not look forward 
to maintaining the same standard of liv in g to which 
they were accustomed while in service, we do feel 
that those officers holding important assignments 
should be enabled, in the public interest to function 


while in service, relatively free from avoidable pecu¬ 
niary worries occasioned by the sharp fall in emolu¬ 
ments following their impending retirement. 

43. Taking various factors into consideration we 
recommend that the upper pay limit for the grant of 
pension be fixed at Rs. 2,500' per mensem. This 
represents the minimum of tire pay scale for the posts 
of Joint Secretary, and broadly the mean of the pay 
scale recommended by us for the generality of the 
heads of departments in the various scientific, engine¬ 
ering, technical and other services. 

We further recommend that the existing ceiling on 
maximum pension should be increased from Rs. 675 
per mensem to Rs. 1,000 per mensem. This would 
mean that the maximum pension would be earned by 
a person drawing Rs. 2,500 per mensem after 32 
years service. The maximum qualifying service for 
pension is being fixed at 33 years, so that persons in 
the lower and middle pay ranges derive full benefit. 
The upper limits on pay and pension are being 
retained to ensure that pensions are kept at reasonable 
levels and disparities in pensions, between the highest 
and lowest are moderated. 

Death-cum-Retirement Gratuity 

44. Consequent to our recommendations for rais¬ 
ing the maximum qualifying service as also the 
maximum limit on pay for earning pension, we recom¬ 
mend that the qualifying years for earning gratuity 
should also be raised from 30 to 33 years and the 
maximum limit on pay for that purpose should be 
raised from Rs. 1800 to Rs. 2500 per mensem. 

45. We also examined the question of the maxi-, 
mum amount of gratuity which could be admissible 
on an actuarial basis on the adoption of these 
revised limits and on enhancement of the maximum 
pension from Rs. 675 per mensem to Rs. 1000 per 
mensem. We were informed by the Controller of 
Insurance that taking into account the revised limits 
for pay, qualifying service and maximum pension 
recommended by us, the maximum amount of death- 
cwm-retirement gratuity could be fixed up to 
Rs. 40,000 on the same principle as was adopted 
when the scheme of death-cM/n-retirement gratuity 
was introduced initially under the Liberalised Pension 
Rules. It appears to us that it may not be appropriate 
to fix the maximum amount of gratuity purely on 
actuarial basis. While this concept could be followed 
when the grant of pension was initially changed from 
l/60th to l/80th of the average emoluments and in 
lieu a death-cwm-retirement gratuity was introduced, 
the same principle would not hold good when an 
improvement of the pension and gratuity rates is 
considered. We have also not found it possible* to 
accept this principle while considering the demand of 
the Services Headquarters for improving the rates of 
pension of Service Officers. Moreover, a raising of the 
maximum amount of gratuity to the extent of 
Rs. 40.000 would mean an increase of more than 66 
per cent and only the employees drawing higher 
salaries would be benefited by this. Since we have re¬ 
commended raising of the existing ceiling on pension, 
we think that raising of the. maximum amount ol 
gratuity to Rs. 40,000 would be an increase of an 

*Para 11— Chapter 53 
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unconscionable order. Having regard to all these 
considerations, we recommend that the maximum 
amount of gratuity should be raised from Rs. 24,000 
to Rs. 30,000' only. 

46. We would also recommend that the exemption 
limit on gratuity for purposes of tax liability should 
also be correspondingly raised from Rs. 24,000 to 
Rs. 30,000. 

Death Gratuity 

47. In case a permanent Government servant dies 
while in service, death gratuity is paid at the follow¬ 
ing rates :— 


Length of service 

Death gratuity 

Below 1 year 

2 months’ pay 

1 year and above but less than 

5 years .... 

6 months’ pay 

5 years and above 

1th of emoluments for each 
completed 6-monthly period 
of qualifying service subject 
to a maximum of 15 times the 
emoluments and a minimum 
of 12 times the emoluments. 


Permanent Government servants governed by contri¬ 
butory provident fund scheme who die while in service 
are also paid a death gratuity to make up the differ¬ 
ence between the Government contribution to the 
provident fund and the gratuity at the above rates. 
While we do not recommend any change in the exist¬ 
ing formula for payment of death gratuity we recom¬ 
mend that the maximum amount of death gratuity 
should be raised to Rs. 30,000. 

Service Gratuity 

48. At present a permanent employee who super¬ 
annuates or is invalided out with a qualifying service 
of less than 10 years is paid! a service gratuity at the 
rate of 4 month’s emoluments for every completed 
6-monthly period of service for the first 4 years and 
at the rate of 3/8 month’s emoluments for every 6- 
monthly period thereafter up to the qualifying service 
of 94 years. We do not recommend any change in 
the existing position. 

State Railway Provident Fund 

49. Both gazetted and non-gazetted Railway em¬ 
ployees with a service of not less than 15 years who 
are governed by the State Railway Provident Fund 
Scheme are at present allowed a special contribution 
at the rate of l/4th of a month’s pay for each com¬ 
pleted 6-monthly period of service but not exceeding 
15 months’ pay or Rs. 35,000, whichever is less. We 
have been informed by the Railway Board 1 that for 
such employees the Government contribution and the 
special contribution to the provident fund together 
constitute the retirement benefits which in other civil 
departments are given in the shape of pension and 
death-cMW-retireme nt gratuity. Accordingly, when 
pensionary benefits to die other civil employees were 
improved in 1956 and 1957, the maximum of the 
special contribution to the provident fund for the 
Railway employees was also increased from Rs. 25,000 
to Rs. 35,000. We have not examined whether and 
to what extent any further increase in this contribution 
4—lMofFin/73 


should be made consequent upon the enhancement of 
the maximum pension and gratuity being recommend¬ 
ed by us for pensionable employees. The Government 
may decide the same as they deem fit. 

Family Pension Scheme 

50. Central Government employees, both perma¬ 
nent and temporary, borne on pensionable establish¬ 
ments are governed by the Family Pension Scheme, 
1964, under which family pension is admissible in 
case of death of the Government servant while in 
service or even after retirement. This benefit is avail¬ 
able only if the Government servant had completed 
a minimu m of one year of service or had retired on 
pension. The amount of family pension admissible 
under the scheme is as follows :— 


Pay of the 
Government servant 

Below Rs. 200 


Monthly family pension 


Below Rs. 200 . . . 30% of pay (before 1-3-1970 the 

minimum of family pension 
was Rs. 25. From the 
above date minimum pension 
was raised to Rs. 40 per 
mensem). 

Rs. 200 and above but below 15% of pay subject to a maxi- 


Rs. 800. 


Rs. 800 and above 


mum of Rs. 96 and a minimum 
of Rs. 60. 

12% of pay subject to a maxi¬ 
mum of Rs. 150. 


The scheme also provides that in case an employee 
dies in harness after having rendered a minimum of 
7 years’ service, the family pension should be paid at 
an enhanced rate so as to be equal to 50 per cent of 
the last pay drawn or twice the ordinary family pen¬ 
sion at the rates indicated above, whichever is less. 
The family pension at the enhanced rates is admissible 
for a period of 7 years or till the normal date on which 
the Government servant would have superannuated, 
whichever is earlier. Thereafter, the family pension is 
payable at the ordinary rate only. The scheme is 
contributory and every employee governed by it is 
required to surrender a portion of his gratuity, if 
admissible, representing 2 months’ emoluments sub¬ 
ject to maximum of Rs. 3,600. 

51. It has been represented by the unions and asso¬ 
ciations that the existing rates of family pension and 
the ceilings are too low and do not, therefore, provide 
adequate protection to the families of the deceased 
employees. It has also been argued that the family 
pension scheme being in the nature of a social security 
measure, the employees should not be called upon to 
contribute towards the same. Demands have also been 
made that the family pension at the higher rates 
should be paid for a longer period. 

52. We have been informed by the Government 
that when the family pension scheme was introduced 
in 1964, it was estimated that the ultimate annual 
cost of the scheme at the end of 25 years would come 
to about Rs. 17 crores per annum. The contribution 
of the employees was estimated to cover about 8 per 
cent of the total expenditure on the scheme. 
There was a liberalisation of the original scheme in 
1966 when provision for payment of family pension 
at an enhanced rate was introduced and further in 
1970 when the minimum family pension was raised 
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from Rs. 25 to Rs. 40 per mensem. These liberalisa¬ 
tions have involved additional expenditure on the 
scheme but there has not been any corresponding in¬ 
crease in the contribution from the employees. 

53. A family pension scheme has been recently 
introduced for the industrial workers covered by the 
Employees Provident Fund Act, 1952 and some other 
categories of workers in the coal mines. In respect 
of the former a Family Pension Fund has been created 
by diverting a portion of the employer’s and em¬ 
ployee’s contribution to the provident fund to which 
an equal contribution has been added by the Central 
Government. While' the employees have to contri¬ 
bute 1-1/6% of their pay, the employers and the 
Central Government also contribute an equal amount. 
Thus the contributory principle has been made an 
integral part of the scheme introduced for the indus¬ 
trial workers also. 

54. We think that it is a healthy principle to require 
a contribution from Government employees for a 


scheme which confers a long term benefit on their 
families. We do not, therefore, recommend any 
change in the existing arrangement under which the 
Government employees are also required to contribute 
partly towards the financing of this scheme. Since we 
have recommended the pay limit of Rs, 2,500 for earn¬ 
ing pension we recommend that, while the contribu¬ 
tion of the employees should continue to be equal to 
two months’ emoluments, the maximum amount of 
contribution should be raised from Rs. 3,600 to 
Rs. 5,000. 

55. We also consider that the existing rates of 
family pension are inadequate and do not provide 
sufficient succour to the families of the deceased 
Government employees, particularly those who die 
in harness. According to the information furnished 
to us by the various Ministries/departments the 
number of Central Government employees who died 
while in service during the last 6 years is, as given in 
the table below:— 


TABLE IV 

Statement showing the number of Central Government employees who died while in service during the period 1965-1966 to 1970-1971 

and the percentage of deaths per year for each class of employees. 


Length of service 

Class 

I 

Class 

II 

Class 

III 

Class 

IV 

Total 

Less than 10 years’ service . 

71 

73 

4355 

7140 

11639 

10—30 years’ service. 

289 

527 

16293 

20715 

37824 

More than 30 years’ service. 

77 

103 

2619 

2590 

5389 

Total number of deaths during the period 1965-1966 to 1970-1971 . 

437 

703 

23267 

30445 

54852 

Average number of deaths per year. 

73 

117 

3878 

5074 

9142 

Total number of employees as on 1-1-1971 .... 

34200 

46100 

1544900 

1337500 

2962700 

Percentage of deaths in each class per year ..... 

0-21 

0-25 

0-25 

0 -38 

0-31 


It would be seen that while expressed as a percentage 
of the total number of employees the cases represent 
an insignificant percentage, but taken absolutely the 
number of cases are large enough to merit sympathetic 
consideration. It is noteworthy that the bulk of the 
cases relate to employees who ha,ve rendered between 
10 to 30 years ot service. In such cases the family 
responsibilities are likely to be such that the death of 
the bread earner would place the family in really indi¬ 
gent circumstances. We are of the view that having 
regard to the above mentioned features, and! the 
sharp increase in the cost of living that has occurred 
since the scheme was introduced in 1964 [the 12- 
monthly average of the index (1949=100) having 
gone up from 135 in January, 1964 to 243 in October, 
1972] the existing rates of family pension as also 


the ceilings need improvement and we accordingly re¬ 
commend the following rates of family pension :— 


Pay of the 
Government 
servant 

Amount of family 
pension per mensem 

Below Rs. 400 

. 30% of pay, subject to a mini¬ 
mum of Rs. 60 and a maximum 
of Rs. 100. 

Rs. 400 and above but 
Rs. 1200. 

below 15% of pay, subject to a mini¬ 
mum of Rs. 100 and a 
maximum of Rs. 160. 

Rs. 1200 and above 

. 12% of pay, subject to a mini¬ 
mum of Rs. 160 and a 
maximum of Rs. 250. 
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56. A suggestion has been made that superannua¬ 
tion pension should be granted for a minimum period 
after retirement out of which the period for which the 
pension had actually been drawn by the employee on 
death after retirement could be deducted. It seems to 
us that if the Government were to commit themselves 
to pay pension for a minimum stipulated period, the 
overall financial commitment would increase as while 
those who live either up to the normal period or a ripe 
old age will claim their pension, Government will 
have to assume the liability to pay the pension to the 
families of those persons who have died earlier. We 
think that the existing death-cnm-retirement gratuity 
scheme was introduced primarily to safeguard the in¬ 
terest of those families where the pensioners die soon 
after retirement. Further, the family liabilities can¬ 
not be considered to be of the same order after re¬ 
tirement as in cases of death while in service. Hav¬ 
ing regard to all these considerations we are unable 
to accept the demand for payment of superannuation 
pension for a minimum guaranteed period of 10 years 
or so. 

57. There may, however, be cases where an em¬ 
ployee dies either just before or soon after the date of 
superannuation with the result that the familv does not 
get the benefit of the enhanced family pensionary rates 
which, under the existing rules, are payable for a 
period of 7 years or the age of superannuation, which¬ 
ever is earlier. The families of such deceased 
Government employees may be put to hardship on 
account of the operation of these restrictions. The 
hardship could be somewhat mitigated if the family 
pension at the enhanced rate is paid for a minimum 
oeriod irrespective of whether the death occurs while 
in service or soon after retirement. We accordingly 
recommend that in case an employee dies after having 
rendered a minimum of 7 years’ service the family 
pension should be paid at an enhanched rate equal to 
50% of the last pay drawn or twice the ordinary 
family pension at the rates indicated in para 55 above, 
whichever is less, for a maximum period of 7 years 
or the age of 65 years, had he survived, whichever is 
earlier. We also recommend that in cases of death 
after retirement, the amount of familv pension at the 
enhanced rates should not exceed! the normal super¬ 
annuation pension (uncommuted value! to which the 
Government employee would be entitled to on 
superannuation. 

58. We also recommend that familv pension in 
cases of death after retirement should be given onlv 
to those who were members of the familv of the 
Government employee as declared at the time of 
retirement. 

59. We also recommend that the Government should 
consider introducing a contributory family pension 
scheme for the Railway employees also who are at 
present governed by the State Railway Provident Fund 
Scheme and are thus not eligible for the benefit of the 
family pension. 

Invalid Pension 

60. A Government servant who is declared bv the 
medical authorities to be permanently incapacitated for 
further service is granted an invalid pension if he has 
rendered qualifying service of 10 years or more. The 


invalid pension is proportionate to the length of his 
service before invalidment, and thus there may con¬ 
ceivably be cases where the amount of pension is very 
small. A Government servant invalided out of service 
on account of permanent incapacity, apart from being 
unable to earn for the family, would himself become 
a burden upon them. We think that an employee 
who is retired from Government service on medical 
grounds for a disability which renders him completely 
unfit for further service should not get an invalid pen¬ 
sion which is less than the family pension. According¬ 
ly, while not suggesting any change in the existing 
conditions for grant of invalid pension, we recommend 
that the amount of invalid pension should not be less 
than the amount of family pension at the ordinary 
rates. 

Temporary Service 

61. At present all service rendered in a substantive 
capacity and in a temporary or quasi-permanent capa¬ 
city which is followed by confirmation counts for 
pension. Temporary and quasi-permanent employees 
are paid a terminal gratuity at the following rates under 
the provisions of the Central Civil Services (Temporary 
Service) Rules, 1965 :— 

For temporary employees 

Length of Service Amount of gratuity 

Below 5 years . . .Nil 

Continuous service of 5 years l/3rd of a month’s pay for each 
or more but below 10 years. completed year of service. 

Continuous service of 10 years One month’s pay for each corn¬ 
er more. pleted year of service subject 

to a maximum of Rs. 12,000 
or 12 months’ pay, which¬ 
ever is less. 

For Quasi-permanent employees 

Length o f Service Amount of gratuity 

Below 5 years . . (i) No gratuity for temporary 

service. 

(ii) Half a month’s pay for 
each year of quasi-perma¬ 
nent service. 

Continuous service of 5 years Half a month’s pay for each 
or more but below 10 years. year of quasi-permanent 

service including 2/3rd of tem¬ 
porary service. 

Continuous service of 10 years At the same rates as for tem- 
or more. porary employees. 

62. The Administrative Reforms Commission recom¬ 
mended* that if a temporary employee has continued 
in Government service without a break for at least 10 
years, all such service, whether followed by confirma¬ 
tion or not, should count for pension and gratuity on 
the same scale as admissible to permanent Government 
employees. We sought specific comments on this recom¬ 
mendation vide Question No. 68 of our Questionnaire 
and a large number of respondents have favoured the 
implementation of this recommendation of the Adminis¬ 
trative Reforms Commission. 

63. We feel that employees who are recruited for 
temporary assignments are rightly paid a terminal 

•Recommendation No. 61 in the Report on Personnel 
Aministration. 
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gratuity as the character of their service is distinguish¬ 
able from the character of service of permanent Govern¬ 
ment employees. It can also be argued that the security 
of tenure, and the attraction of pension, result in better 
candidates joining permanent posts than those joining 
temporary posts, ceteris paribus. We, therefore, think 
that the temporary and quasi-permanent employees 
should continue to be paid a terminal gratuity only as 
heretofore. 

64. At present, while the terminal gratuity for tem¬ 
porary and quasi-permanent employees with a continu¬ 
ous service of 10 years or more is the same, there are 
differences in respect of service below 10 years. We do 
not see the justification for the differentiation in the 
rates of terminal gratuity between quasi-permanent and 
temporary employees with a continuous service of 5 
years or more but below 10 years. We recommend that 
temporary employees with a continuous service of 5 
years or more and all quasi-permanent employees 
should be paid a terminal gratuity at the rate of half a 
month’s pay for each completed year of service below 
10 years and for continuous service of 10 years or 
more at the rate of one month’s pay for each completed 
year of service subject to a ceiling of Rs. 15,000, or 
15 months’ pay, whichever is less. 

65. While we consider the existing system of paying 
a terminal gratuity to temporary and quasi-permanent 
employees to be a satisfactory arrangement, we think 
that the terminal benefits to these employees for the 
service rendered under the Government should not be 
less than what would be available to employees govern¬ 
ed by the contributory provident fund scheme. We 
accordingly recommend that the amount of terminal 
gratuity paid to a temporary or quasi-permanent 
employee should not be less than the amount which he 
would have got as matching Government contribution 
to the provident fund if he were on the Contributory 
Provident Fund Scheme from the very inception of his 
continuous temporary service. We recommend that the 
matching contribution of the Government in such cases 
should be worked out so as to be equal to the amount 
actually contributed by the temporary employee himself 
to the provident fund subiect to the matching contri¬ 
bution not exceeding 8-1/3% of his pay. The benefit 
of a contributory provident fund should not, however, 
be extended to temporary and quasi-permanent 
employees who are made permanent. They should on 
confirmation be automatically brought over on the 
pension scheme applicable to the other permanent 
Government employees. 

Benefit of added years 

66. There is a demand that scientific, medical and 
technical officers who enter Government service at a 
late age should be allowed full pension on completion 
of 20 years of service. It has been urged that these offi¬ 
cers have to spend many years in acquiring the neces¬ 
sary specialised qualifications and should not be placed 
at a disadvantage compared to other officers who enter 
Government service at the normal age of recruitment. 
At present under Article 404-B*, CSRs, an officer 
appointed after 31-3-1960 to a service or post for which 
post-graduate research or specialist qualification or 

♦Incorporated as rule 30 in the Central Civil Services 
(Pension) Rules, 1972, 


experience in scientific, technological or professional 
fields is necessary and to which candidates of more than 
35 years of age are normally recruited, may be allowed 
to add to his service qualifying for superannuation 
pension (but not for any other class of pension) the 
actual period not exceeding l/4th of the length of ser¬ 
vice or the actual period by which his age at the time 
of recruitment exceeds 25 years or a period of 5 years, 
whichever is least. This concession is not admissible to 
officers whose qualifying service at the time of super¬ 
annuation is less than 10 years. Further, an officer if 
recruited at the age of 35 years or more has the option 
to come over to the contributory provident fund scheme 
instead of the pensionary scheme. This concession of 
added years of service is not given automatically and 
a decision to grant it in each case has to be taken at 
the time of recruitment by the administrative Ministry 
in consultation with the Ministry of Finance and the 
Union Public Service Commission. It appears to us that 
the rule is neither generally known to the candidates at 
the time of their selection nor has it been utilised by 
the concerned Ministries/Departments. According to 
the information made available to us, after 1960 the 
benefit has so far been extended in two cases only. 

67. The benefit of added years of service is given to 
late entrants in some other countries also. For example, 
in the U.K. for a civil servant who joins service after 
attaining the age of 40 years, the length of service is 
treated as 8/5 of the actual length of service. This 
concession is also admissible to a civil servant who joins 
service between the age of 30 and 40 years but in his 
case the service rendered before attaining the age of 
40 years is disregarded. 

68. We th ink that the existing provision for giving 
the benefit of added years of service to specially quali¬ 
fied or experienced personnel appointed to posts where 
these qualifications are necessary in the public interest 
is salutary and should continue. We would also recom¬ 
mend that the scientific, medical, technological and 
other professional services and posts where the benefit 
of added years of service is considered essential should 
be identified in consultation with the Union Public 
Service Commission and the Ministry of Finance, and a 
suitable provision incorporated in the relevant recruit¬ 
ment rules so that the benefit is automatically available 
to all the candidates who are recruited in accordance 
with the provisions of those rules and it should not then 
be necessary to take a decision in each individual case 
at the time of recruitment. Further, in the advertise¬ 
ments issued by the Union Public Service Commission 
for recruitment to such services and posts it should be 
mentioned that this benefit would also be available so 
that candidates of better quality are attracted to the 
Government service. 

Extraordinary Pension 

69. At present, compensation to the industrial 
workers in cases of death or disability arising out of 
and in the course of their employment is paid under the 
Workmen’s Compensation Act, 1923. Those Govern¬ 
ment employees who are not covered bv the provisions 
of this Act are entitled to benefits under the Central 
Civil Services (Extraordinary Pension) Rules. While 
the compensation under the Workmen’s Compensation 
Act in cases of death and for various degrees of 
permanent or temporary disablement is paid as a 
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lump sum amount, the benefits under the Extra¬ 
ordinary Pension Rules comprise gratuity and monthly 
pensionary benefits. The compensation under the Extra¬ 
ordinary Pension Rules is admissible only when the 
death or injury occurs in circumstances which can be 
attributed to ‘risk of office’ or ‘special risk of office’. 
The risk of office is defined as an accident or disease 
to which a Government servant is exposed in the course 
of and as a consequence of his duties but does not 
include a risk common to human existence in modern 
conditions. Special risk covers risk of injury inflicted 
by violence, mobs or persons, risk of injury suffered 
in an accident which has occurred in circumstances 
which materially increase the risk beyond the normal 
risk of office, and risk of contracting diseases to which 
a medical officer is exposed while attending to patients 
suffering from venereal or septicaemic diseases. In cases 
of disablement the injuries have been classified as 
belonging to Class A, B and C depending upon whether 
these have been sustained as a result of risk of office 
or special risk of office and also with reference to the 
nature of injuries. Cases falling under Class A and B 
involving loss of an eye or a limb, etc. qualify for pay¬ 
ment of a permanent pension. In cases of death attri¬ 
buted to special risks of office the family is entitled to 
a gratuity as well as family pension, the rate for the 
latter being different from the rate of family pension 
under the Family Pension Scheme. The family pension 
consists of both widow’s pension and pension for 
children as also provision for children’s education 
allowance. Under Article 320 of the Constitution, con¬ 
sultation with the Union Public Service Commission is 
a requirement for grant of the benefit of extraordinary 
pension. However, this has been dispensed with in res¬ 
pect of Class III and Class IV staff. Further, extraordi¬ 
nary pension awards are sanctioned by the administra¬ 
tive authorities in consultation with the Comptroller and 
Auditor General and in cases of disagreement as regards 
the admissibility and the quantum of the awards, the 
matter is referred to the Ministry of Finance. 

70. It appears to us that the existing rules for grant 
of extraordinary pensionary benefits are rather compli¬ 
cated and it may not always be clear whether a parti¬ 
cular case falls within the purview of these rules and, 
if so, under which category of risk of office. The rules 
are capable of varying interpretations resulting in differ¬ 
ing benefits to employees exposed to similar risks. There 
have not been many cases where benefits of this kind 
have been granted. The following table gives informa¬ 
tion in regard to the awards sanctioned under the provi¬ 
sions of these rules during the period 1966 to 1971 :— 

TABLE V 

Class Class Class Class Total 
_ I II III IV 

(i) Number of employees 
r granted pension for in¬ 
juries suffered as a result 
jof 

(a) Risk of office . . — — 65 55 120 

(b) Special risk of office — — 83 — 83 

£ (ii) ^Number of cases where 

; pension was sanctioned 
to the widows/children/ 
j parents of Government 
^ s, servants who were 
f killed or died of injury 
£3 . ' received as a result of 

(a) Risk of office , . 1 2 47 5 55 

, (5) Special risk of office — — 417 40 457 


71. We recommend that the basic criteria for an 
award under the Extraordinary Pension Rules should 
be whether the death or injury is attributable to service 
or aggravated by service rather than the existing distinc¬ 
tions with reference to the risk of office and special risk 
of office. In the Armed Forces, a similar criterion is in 
vogue and even in respect of industrial workers the 
compensation is payable if the injury or death of a 
workman is attributable to an accident arising out of 
and in the course of his employment. 

72. We also recommend that the existing classifica¬ 
tion of injuries into various classes for the grant of 
benefits under the Extraordinary Pension Rules should 
be replaced by a list similar to that under the Work¬ 
men’s Compensation Act which should form a part of 
the rules so that it should be clear to all as to which 
type of injury would entitle an employee for the grant 
of benefits under these rules. 

73. We, further, recommend that the family pen¬ 
sionary benefits to widows and motherless children 
under the extraordinary pension rules should be 
rationalised and their rate structure brought in line with 
the benefits admissible under the Family Pension 
Scheme, 1964. Since the death in these cases is attri¬ 
butable to service conditions, we recommend that the 
restriction under the family pension rules for payment 
of the family pension at the higher rate for a period 
of 7 years or the date of superannuation, whichever is 
earlier, should not apply in these cases and family 
pension at the higher rate under the family pension rules 
should be paid to the widow for life and motherless 
children up to the appropriate ages subject to the ful¬ 
filment of the other conditions. 

74. We recommend that in addition to the widow’s 

pension, gratuity, children allowance and children’s 
education allowance should continue to be admissible 
as at present. " 

75. We consider it unusual that a pension should be 
granted to an employee for an injury resulting in loss 
of limb etc. even though the employee continues to be 
in service and earns his monthly salary. We, tnerefore, 
recommend that in cases of disablement attributable to 
service, the employee, if retained in service, should be 
paid a compensation in lump sum only. However, in 
cases where the disability results in invalidment out of 
service, the existing arrangement for payment of a 
monthly pension should continue. 

76. For the reasons mentioned in para 60, we have 
recommended that the amount of invalid pension in 
ordinary cases where a person is invalided out of 
service should not be less than the amount of family 
pension admissible under the Family Pension Scheme. 
For the same reasons, we recommend that the amount 
of disability pension to an employee under the Extra¬ 
ordinary Pension Rules should not be less than the 
amount of family pension,that would be admissible to 
the widow under these rules. 

We would recommend that Government should deter¬ 
mine the pensionary benefits under the Extraordinary 
Pension Rules in the light of above recommendations 
and oitr general recommendations on pensionary 
benefits. 
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Compulsory Insurance 

77. It has been represented to us that since the 
existing superannuation and tamiiy pensionary benelits 
are inadequate, tnese snould be supplemented by the 
Government taking out insurance policies for the em¬ 
ployees eitner witn or witnout some contribution from 
uiem. ine Second Pay Commission had recommended 
introduction ot a compulsory msurance scheme tor low 
paid Government employees. Phis recommendation was, 
however, not implemented as a family pension scheme 
for Government employees was introduced in 1964, 
the provisions of Wnicn were more liberal than the 
scheme recommended by the Second Pay Commission. 

78. According to the information available with us 
compulsory insurance schemes are in operation for the 
employees m tne States of Mysore and Rajasthan. In 
both tne States the senemes are contributory and are 
run departmentauy by tne respective State Governments. 
We nave been imormed that the schemes have bene¬ 
fited not omy tne employees but also the concerned 
State Governments, as while the risk has been covered 
in respect ot the tormer, the latter have secured the 
use oi sizable resources for departmental activities. 

79. The Chairman, Railway Board has suggested to 
us the adoption of a departmentalfy run scheme of 
compulsory msurance for all the Central Government 
employees, under which the initial contribution of the 
employees to tne compuisory provident fund could be 
treated as a notional premium. It was claimed by the 
Chanman, Railway Board that since there will be no 
need for any special documentation, the scheme could 
be run economically. We have been advised by the 
Controller of Insurance that if this scheme is to be run 
on an equitable basis, certain amount of documentation 
and administrative set-up will be necessary for purposes 
of review of premium rates on an actuarial basis from 
time to time, for grant of policy loans, for payment of 
surrender value to those members who leave Govern¬ 
ment service etc. We do not, therefore, favour the 
adoption of a scheme of compulsory insurance for its 
employees by the Government itself departmentally. 

80. We have examined whether any other scheme 
could be adopted to provide an additional cover to 
the families of the Government employees. Since we 
have recommended improvements in the super¬ 
annuation pension, family pension and the extraordi¬ 
nary pension, we are of the view that if these benefits 
are to be supplemented further, it should be on a 
wholly contributory basis by the employees them¬ 
selves. Accordingly, we requested the Controller of 
Insurance to suggest a scheme which did not involve 
any special administrative cost for the Government 
but could be run in the same manner as the existing 
family pension scheme. The Controller of Insurance 
has sent us a scheme, under which all Government 
employees will be required to pay a single rate of 
contribution of Rs. 5 per mensem which will be 
deducted from their monthly pay bills and credited 
to the Government. In case of death while in service 
an amount of Rs. 5,000 will be paid to the family of 
the Government employee. In cases of superannua¬ 
tion, or if an employee demits office for any reason, 
he will be paid back the actual amount contributed 
by him till then, -without addition of any interest. 


81. The essential feature of this scheme is that it is 
mainly the interest earned on the contributions paid 
(which are returnable) which finances the death 
benefits payable to the families of employees who die 
while in service. We have been informed by the Con¬ 
troller of Insurance that this scheme is financially 
fuliy self-supporting and Government does not have 
to subsidise the same in any manner. 

82. Since this scheme does not involve much of 
additional administrative work and is also financially 
self-supporting, it commends itself to us particularly 
because it provides an additional cover to the em¬ 
ployees on payment of a small contribution. The 
scheme has the added advantage that while covering 
the risks, the amount actually contributed by the em¬ 
ployee is also paid back to him. 

83. Having regard to all these features, we com¬ 
mend adoption of the above scheme for the Central 
Government employees. We recommend that where¬ 
as all existing permanent employees and temporary 
employees witn one year’s service on regular estab¬ 
lishment should be given an option to be governed 
by this scheme, it should be made compulsory for all 
such categories of employees who enter Government 
service in future. We also recommend that no 
advances for any purpose should be allowed to the 
employees out of the amounts contributed by them 
under this scheme. 

Provident Funds 

84. All temporary Government servants with one 
year’s service and all permanent Government servants 
other than those, who are subscribers to the contribu¬ 
tory provident fund, are required to subscribe to the 
General Provident Fund. The amount of subscrip¬ 
tion should be not less than 6% of their emoluments 
(8-1/3% of emoluments in the case of railway em¬ 
ployees) except for Class IV employees for whom 
the minimum rate of subscription is Rs. 4 per men¬ 
sem if their pay is less than Rs. 75 per mensem and 
Rs. 5 for others. Employees governed by the con¬ 
tributory provident fund rules have to subscribe each 
month a sum not less than 8-1/3 per cent of their 
emoluments as on the 31st March of the preceding 
year. Government also makes a matching contribu¬ 
tion to the account of each subscriber subject to a 
maximum of 8-1/3 per cent of his emoluments. In 
both cases the balances in the provident funds earn 
interest at rates which are fixed by the Government 
from year to year. The rate of interest fixed on these 
balances for the year 1972-73 is 6.00 per cent per 
annum on the first Rs. 10,000 and 5.30 per cent per 
annum on balances in excess of this amount. 

85. Most of the employees’ organisations have 
represented that the rate of interest on the balances 
in the provident funds should be raised so as to make 
it comparable with the rates allowed by the Nation¬ 
alised Banks on long term fixed deposits. It has also 
been argued that since the employees are required to 
subscribe compulsorily to the provident fund, it is 
incumbent upon the Government to protect the 
balances from a fall in their real value on account of 
inflation. The fall in the value of rupee is a pheno¬ 
menon applicable to all savings and no special pro¬ 
tective device is called for in respect of the provident 
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fund balances of Government employees alone. The 
general question of inflation nas been discussed 
earlier*. 

86. The other suggestions relate to issue of pass 
books in respect of provident fund accounts, further 
liberalisation of grant of advances from the provident 
funu ana decentralisation of the maintenance of pro¬ 
vident fund accounts so as to facilitate speedy settle¬ 
ment on retirement. 

87. We have been informed by the Department of 
Economic Affairs that the interest rates on the pro¬ 
vident fund balances are fixed with reference to the 
Government’s borrowing rates from time to time. For 
worKing out the rate of interest the average redemp¬ 
tion yields on securities of Central rupee loans with 
uuexpired maturity of 5 years or more are taken into 
account. The rate of interest on provident funds as 
a wnole is first determined and thereafter a small 
premium is allowed to all subscribers on the first 
K.s. 10,000 of their balances. In allowing this pre¬ 
mium me income tax concession enjoyed by the 
higher paid employees on amount credited in a year 
to the provident fund is also taken into account. 

88. It seems to us that while the interest rate paid 
by the Government on provident fund deposits can 
reasonably be expected to reflect somewhat the cost 
at whicn the Government borrows money from the 
open market the rate so fixed should also correspond 
closely to the interest rates allowed by nationalised 
banks, etc. on long term deposits. It is well known 
that Central loans are generally subscribed to by insti¬ 
tutional investors, rather than by small businesses and 
individuals. Since Central Government securities 
etc. are approved securities, there is a direct induce¬ 
ment on me part of the trustees of funds etc. to 
divert their investible surplus to these investments. 
The lower interest rates applicable to such securities 
need not therefore be the sole determinant of the pro¬ 
vident fund interest rates, in disregard of the higner 
rates available to small investors from the National¬ 
ised Banks etc. on long term deposits. There is force 
in the employees’ demand that since provident fund 
contributions are compulsory, the Government has a 
moral responsibility to protect the interest of the 
subscribers. It is also to be noted that the tax con¬ 
cessions on provident fund contributions would 
generally be available to employees in the higher 
income brackets only. Moreover, interest earned on 
National Savings Certificates, and on short term depo¬ 
sits in banks as well as the dividend income from the 
shares of Indian companies have also been exempted 
up to Rs. 3,000 per annum from the income tax. It 
could, therefore, be argued that to this extent the 
interest accruing on provident fund balances is not 
much different from the interest accruing on National 
Savings Certificates, short term deposits, etc. At pre¬ 
sent nationalised banks pay interest up to 1\ per cent 
per annum on 7-year fixed deposits. Recently, the 
Board of Trustees of the Employees’ Provident Fund 
organisation have also raised the rate of interest on 
employees’ provident fund balances for the year 
1972-73 to 6 per cent per annum from 5.7 per cent 
in 1970-71, having regard to the return that they 
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are getting from the investments of the provident 
fund money. We recommend that the rate of interest 
on the provident fund balances of the Central Gov¬ 
ernment employees should be broadly comparable 
with the mterest allowed by the nationalised banks on 
long term ueposus. We would leave it to the Gov¬ 
ernment to determine the precise rate of mterest hav¬ 
ing regard to ail tnese factors. 

89. Some of the unions have complained that at 
present the provident fund accounts of the em¬ 
ployees remain incomplete as in many cases the 
amounts contriouied by them are for various reasons 
not adjusted in tne books of the Accountants General.. 
It has, therefore, been suggested tnat the employees 
should be provided with pass books showing 
up to date balances in their provident fund accounts 
in the same manner as is being done by the postal 
authorities/banks in the case of savings bank 
accounts. We consider that this suggestion is whole- 
som6 and, if implemented, would result in speedy pay¬ 
ment of the provident fund balances to the employees 
at the time of retirement and would also expedite 
disposal of applications for refundable/non-refundable 
witndrawals irom the fund while in service. We 
accordingly recommend that Government should intro¬ 
duce an arrangement of issuing pass books to tne em¬ 
ployees shownig the up to date position of their pro¬ 
vident fund balances. 

90. In regard to the withdrawals from the provi¬ 
dent fund, tne rules provide for grant of refundable 
advances from these funds for meeting expenses on 
obligatory ceremonies, medical treatment, higher 
tecnmcai education of dependents etc. For other 
purposes not specified in the rules advances can be 
given with the approval of the Ministry of Finance. 
The rules also permit non-refunuable withdrawals 
from the provident funds by employees with at least 
20 years of service for meeting expenditure on the 
marriage of children and other dependents, medical 
expenses, cost of higner technical education of children 
and for acquiring a house site for building a suitable 
house. The various purposes for which advances 
from the provident fund can be taken and also for 
which the non-refundable withdrawals are permis¬ 
sible are sufficiently comprehensive to cover most of 
the general requirements of the employees. The 
existing provisions in this behalf are adequate and we 
recommend no changes therein. 

91. The question whether the provident fund 
accounts of other employees could be decentralised 
like the provident fund accounts of Class IV em¬ 
ployees (which are now maintained by the concerned 
departments) is a matter for the Government to con¬ 
sider in consultation with the Comptroller & Auditor 
General having regard to its feasibility. 

Relief to pensioners 

92. We have received numerous representations 
suggesting that we should recommend some measures 
for protecting the pensions of the existing Govern¬ 
ment employees from erosion on account of the pos¬ 
sible increases in the cost of living in future. We 
have given consideration as to the manner in which 
some relief could be provided to the future pensioners. 
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In reply to our Questionnaire* most of the respon¬ 
dents have favoured the grant of dearness allowance 
to the pensioners at the same rate as applicable to 
the serving Government employees. A similar sug¬ 
gestion was made by the Comptroller & Auditor 
General also. The Comptroller & Auditor General 
also referred to the provisions of the U.K. Pensions 
(Increase) Act 1971 under which the U.K,. Govern¬ 
ment has abandoned the concept of relief of hardship 
and has accepted an unqualified obligation to main¬ 
tain the purchasing power of the public service pen¬ 
sions by means of two yearly reviews. While we do 
not favour the adoption of the U.K. practice as the 
conditions in this country differ, we feel that there is 
enough justification for giving relief on a regular basis 
to the future pensioners also. We are, however, un¬ 
able to accept the suggestion that relief to the future 
pensioners should be allowed at the same rate as 
applicable to the serving Government employees as 
the family and other responsibilities of a pensioner 
cannot be considered to be of the same order as of 
a serving Government employee. Having regard to 
all these considerations we recommend that all future 
pensioners, irrespective of the amount of pension 
drawn by them, should be given a relief at the rate 
of 5 per cent of their pension subject to a minimum 
of Rs. 5 per mensem and a maximum of Rs. 25 per 
mensem. The relief at these rates should be given 
as and when there is a 16 points rise in the 
12-monthly average of the All India Working Class 
Consumer Price Index (1960=100). The relief for 
the first time at these rates should be paid when the 
12-monthly average of this index reaches 216. 

93. It has been represented that the Central Gov¬ 
ernment pensioners and their families as also the 
families of the deceased Central Government servants 
and pensioners should be entitled to the same medical 
facilities as available to the serving Government em¬ 
ployees. At present, only such of the pensioners as 
are living in areas covered by the Central Govern¬ 
ment Health Service Scheme facilities cap become 
its beneficiaries for themselves and their families on 
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payment of the usual nominal contribution. Retired 
Railway employees and their families can avail of the 
medical facilities in some nominated hospitals on a 
contributory basis. At places where there are no 
such nominated hospitals they can consult Railway 
doctors on payment of the prescribed fees. Thus the 
only benefit not available to the pensioners is that 
they are not entitled to claim reimbursement of medi¬ 
cal expenses. We are not in favour of extending 
this benefit to the pensioners and the families of the 
deceased Government servants because of the obvious 
administrative difficulties involved in entertaining 
claims from the large number of pensioners scattered 
throughout the country. We have separately recom¬ 
mended the extension of the Central Government 
Health Service Scheme to areas having concentration 
of Central Government employees. As the Central 
Government Health Service Scheme is extended to 
cover more and more places, a large number of pen¬ 
sioners will automatically become eligible for the 
benefits available under the scheme. 

Personnel belonging to the All India Services 

94. The death-cwm-retirement benefits of the per¬ 
sonnel belonging to the All India Services are con¬ 
tained in the All India Services (Death-cnm-Retire- 
ment Benefits) Rules, 1958. The general provision 
of these rules as also the quantum of various benefits 
are similar to the benefits available to the other Central 
Government employees governed by the Central 
Civil Services (Pension) Rules, 1972. The recom¬ 
mendations made above in regard to the death-cum- 
retirement benefits of Central Government employees 
would apply to the personnel belonging to the All 
India Services also. 

Union Territory Employees 

95. The recommendations made above would also 
apply to the employees of the Union Territories who, 
in the matter of retirement benefits, with a few excep¬ 
tions, are governed by the same rules and regulations 
as applicable to the . other Central Government 
employees. 
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HOURS OF WORK, HOLIDAYS AND OVERTIME 
ALLOWANCE 


I. General 

We deal in this chapter with the general provisions 
relating to the hours of work required to be put in by 
different categories of Government employees and the 
number of holidays allowed in a calendar year. The 
grant of casual leave (which is not a! recognised form 
of leave) and payment for overtime work performed 
outside office hours or on holidays are also discussed 
in this chapter. Our suggestions in regard to the provi¬ 
sions of the Hours of Employment Regulations appli¬ 
cable to certain categories of railway servants have 
already been discussed in the Chapter on the Ministry 
of Railways. 

n. Hours of Work 

2. The hours of work prescribed for the Central 
Government employees differ according to their function 
and place of work i.e., according as they are in the 
category of office staffs working in administrative 
offices, or workshop staffs or operating and maintenance 
staffs employed in public utility services in the Railways, 
Posts and Telegraphs and Civil Aviation Departments. 
Again, while no fixed hours of work are prescribed for 
the chowkidars, cooks, etc., there a,re categories like the 
police personnel and fire-fighting staffs who may be 
called to duty at any time of day and night. 

3. Excluding the 11 lakh employees! in the Railways 
who are governed by the provisions of the Hours of 
Employment Regulations and the operating and main¬ 
tenance staffs in the P & T and Civil Aviation Depart¬ 
ments, the two bulk categories of employees to be 
considered in the matter of hours of work are the staffs 
working in the administrative offices and the industrial 
staffs including those employed in the workshops. For 
the former, the working week consists of 6 days except 
that every second Saturday of the month is a holiday; 
the net weekly hours of work being 37* approximately. 
Office staffs in the Armed Forces Headquarters and the 
inter-Service organisations also put in approximately 
37* hours of work every week, but they work only from 
9 A.M. to 2 P.M. on all Wednesdays and Saturdays 
except in the second week of every month, in which 
Wednesday is a full working day and Saturday is a 
closed day. In the subordinate formations of the 
Armed Forces Headquarters, the office staffs are 
required to work for 6 hours every day without any 
break; their net weekly hours of work coming to 36. 
As against this, the workshop staffs are generally 
governed by the provisions of ffie Factories Act which 
permits up to 48 hours of work per week. This, how¬ 
ever, represents only the broad picture and there are 
substantial variations as among different sections of 


employees both on the industrial as well as the non¬ 
industrial side. For instance, non-industrial categories 
including the office staffs employed in industrial units 
have usually the same hours of work as prescribed in 
the workshops which are longer than the hours pres¬ 
cribed for the staff in the administrative offices. The 
same is true of the clerical staff in the railways working 
in the offices at stations, sheds, depots and yards and 
those employed in post and telegraph offices. There 
are a number of industrial establishments where the 
net weekly hours range from 42 to 45 per week. These 
variations have crept in either as legacies of the past 
or because of differences in the treatment of such 
matters as lunch-break, giving half-holiday every 
Saturday, etc. In fact, we find from the information 
supplied to us that even under the same Ministry e.g., 
the Ministry of Railways or the Ministry of Defence, 
there is no uniformity in regard to the net weekly hours 
prescribed for the workshop staffs employed in the 
different industrial establishments. The position with 
regard to each is given below : 

TABLE 


Net working 
hours 
per week 


Ministry of Defence 


1 . 

Ordnance Factories .... 

44j 

2 . 

Establishments under the Army 

42 to 48 

3. 

Establishments under the Navy 

45 

4. 

Establishments under the Air Force 

36 to 42 

5. 

Research & Development Organisation 

42* to 46* 


Ministry of Railways 


1 . 

Eastern Railway .... 

42* to 46 

2 . 

Northern Railway ... 

. 45 to 48 

3. 

North Eastern Railway . 

48 

4. 

North Eastern Frontier Railway 

46 to 48 

5. 

South Central Railway 

47* to 48 

6 . 

Western Railway 

48 

7. 

Central Railway .... 

48 

8 . 

Southern Railway .... 

. 47 to 48 

9. 

South Eastern Railway . 

. 47 to 48 


The information given above for the different railway 
zones pertains only to the staff working on the shop- 
floor. If we consider other categories of industrial 
staffs, viz., those working in a power house or a printing 
press, we come across more variations not only a,s 
between the different railway zones but also within the 
same zone. 


57 




4. In the various establishments of the Posts and 
Telegraphs Department, the hours of work prescribed 
are different for the different categories of staff. For 
the office staffs working in the administrative offices, 
the hours prescribed are the same as in the other 
departments. The post offices remain open from 10 
A.M. to 6 P.M. (including on Saturday) without any 
regular break provided for lunch, although staffs are 
allowed break for half-an-hour in rotation for having 
their meals. The same is the position for the telegraph 
offices and the RMS Record offices, although in the 
former some staff is employed to work in shifts in order 
to provide 24-hour service. In the telephone exchanges 
and wireless stations, round-the-clock service is main¬ 
tained through shift-working. 

5. The basic question to be considered is whether the 
existing variations are justified on grounds of public 
requirements. Since these variations are not reflected 
generally in the pay scales prescribed, it is also to be 
considered whether they are equitable. The Second 
Pay Commission* considered this issue and reached the 
following conclusion :— 

“On the question of uniformity in weekly hours 
among the various groups of employees, we are of 
the view that it is not necessary or feasible. We 
are fortified in this view by practice in many other 
countries and in outside employment in this 
country.” 

6. We have been able to collect some information 
regarding the weekly hours of work prescribed for the 
office staffs and the industrial staffs in the public sector 
undertakings and in private industry. We find that the 
public sector undertakings generally follow the Govern¬ 
ment pattern prescribing less number of working hours 
for the office staff in administrative offices, etc. and the 
provisions of the Factories Act in regard to the work¬ 
shop staffs, including clerical and allied staff, employed 
in the workshops. In private industry, the most 
common pattern for the industrial staffs is to provide 
for a 48-hour working week with a lunch-break of 
half-an-hour on each working day. As against this, 
the hours of work per week for the non-industrial staffs 
are generally less, ranging from 37$ for those working 
in administrative offices to 48 for those working in 
industrial units. We also find that the net weekly hours 
prescribed for the non-industrial staffs in the private 
sector are more than 37$ generally and it is in a very 
few cases that the figure is lower than 37$. Our 
analysis shows : (i) that employees working in admi¬ 
nistrative offices of Government are more privileged in 
the matter of hours of work as compared to their coun¬ 
terparts in the public sector undertakings and private 
industry; (ii) that in this respect the industrial emplo¬ 
yees whether in the Government or outside are, with 
some exceptions, treated uniformly, and (in) that the 
differential in net working hours between the industrials 
and non-industrials is more in the Government than in 
the public sector undertakings or the private industry. 

7. The information tha,t has been furnished to us in 
respect of the State Government employees working in 
administrative offices etc., indicates that as many as 9 
State Governments follow the Central Government 

*Para 11 of Chapter XXXV of their Report (page 400) 


pattern in prescribing a 37$ hour working week for 
their staff. The rest have prescribed shorter hours 
ranging from 33 to 36 hours per week, except in Bihar 
where the State Government employees a^e required 
to work only for 30 hours a week. 

8. From the information that we have been able to 
collect for a few countries in regard to working hours 
prescribed for civil servants ana others, we find that 
in many countries there has been a trend for reducing 
the number of working hours along the lines recom¬ 
mended by the lLOf viz., that where normal weekly 
hours of work are either forty-eight or less, measures 
for the progressive reduction of hours of work to forty 
a week should be taken. Thus, industrial workers in 
France, West Germany, Canada, Australia, United 
Kingdom and the USA now have a 40-hour working 
week. Countries where the industrials have longer 
working hours are the Netherlands (42$), Belgium (43 
or 44) apd Japan, Malaysia and Thailand (48). We 
also find that in most of these countries the non¬ 
industrial workers have shorter hours of work although 
the differential between the two varies considerably 
from country to country. In the UK, non-industrial 
civil servants work 3 hours less per week than the 
manual workers and 4 hours less if posted in London. 
In the USA and Canada, the norma) working hours 
per week for non-industrial employees are 37$ as 
against 40 for industrial workers; in the Netherlands 
and Belgium non-industrials have shorter working 
hours, the difference ranging from 2\ hours to 4 
hours. Countries where non-industrials work very 
much shorter hours than the industrials aje Thailand 
(13 hours less per week), Malaysia (9) hours less) 
and Japan (9$ hours less). Only in. the case of one 
country, viz., West Germany, we find that non-industrial 
workers and public servants work from 2 to 3 hours 
more than the industrial workers. 

9. The practice of prescribing for the staff in the 
administrative offices shorter hours of work than for 
the industrials is often justified on the ground that work 
in the administrative offices involves the application of 
mind, which is more exacting and tiring than the jobs 
in the workshops requiring generally the performance 
of physical tasks of a repetitive nature. We would 
hesitate to adopt this approach even though differences 
in this respect between office workers and industrials 
are almost universal and found in most countries. We 
feel that in our country the disparity is a little too wide 
and it is perhaps due to our traditional attitude which 
has so fa,r placed a higher social value on general edu¬ 
cation than on the acquisition of manual skills. Thus, 
while we generally agree with the approach of the 
Second Pay Commission a,nd feel that it would not be 
feasible or desirable to aim for uniformity, we think 
that there is considerable scope for reducing the dis¬ 
parity that exists today in the hours of work prescribed 
for the staff in administrative offices and for the 
industrial workers. 

10. To take up first the hours of work prescribed 
for industrial workers, excluding those in the Railways 
who are governed by the provisions of the Hours of 
Employment Regulations, we would suggest that the 
existing provisions should be reviewed in respect of each 

•Recommendation No. 116 adopted in the 46th Session of 
the ILO at Geneva on 6th June, 1962. 
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class of industrial establishments in order to ensure 
much greater uniformity than exists a,t present. While 
we are reluctant to suggest any rigid formula in this 
respect in view of tne variations in the local and other 
requirements of tne different units, we would recom¬ 
mend that the limit of 48 hours should not be exceeded 
normally and where any class of industrial workers is 
required to put m longer hours of work in a week due 
to clearly unavoidable reasons, some way should be 
devised to compensate them for this unusual liability. 
We urge this approach only in respect of the normal 
run of mdustriai workers and not those covered by the 
Hours of Employment Regulations, or who are required 
to attend a place of work and wait for a call when the 
need for their services arises like chowkidars, gatemen, 
etc. 

11. As regards the desirability of reducing the 
number of working hours for the industrials below the 
statutory maximum of 48 hours in a week, we find that 
quite a number of industrial establishments already 
provide for shorter working hours. In the incentive 
schemes formulated for the workshop staffs some allow¬ 
ance is generally made for the fact that a worker is not 
normally expected to work throughout the prescribed 
period a,nd the time-rates are fixed accordingly. Those 
who argue in favour of a reduction in working hours 
make the point that beyond a certain limit, the provi¬ 
sion of longer hours of work is self-defeating as it tends 
to reduce output and increase absenteeism. They also 
say that it is difficult for workmen in a tropical or semi- 
tropical clima,te to put in as much work as those work¬ 
ing in countries having colder climates where the 
working hours are already shorter. 

12. While we are of the view that the worker should 
not be overstrained and should be allowed sufficient 
leisure to fulfil family and social obligations and for 
recreation, we should not at the same time lose sight 
of the overriding need for increasing production. We 
would be reluctant, therefore, to suggest any measure 
which results in a less intensive utilisation of costly 
machinery and equipment. In making the Recommen¬ 
dation Ho. 116 for a progressive reduction of hours 
of work to forty a week, the ILO also cautioned that 
due regard should be paid to 

“the level of economic development attained and 
the extent to which the country is in a position to 
bring about a reduction in hours of work without 
reducing total production or productivity, endan¬ 
gering its economic growth, the development of 
new industries or its competitive position in inter¬ 
national trade and without creating inflationary 
pressures which would ultimately reduce the real 
income of the workers; ... the need in the case 
of the countries still in the process of development 
for improving the standards of living of their 
peoples.” 

The National Commission on Labour felt that the above 
cautionary remarks had a bearing on the situation in 
our country. While not proposing any immediate 
reduction in working hours, it commended the concept 
of 40 hours of work per week to be kept as a goaf to 
be reached in two stages, the first stage being a working 
week of 45 hours. 

• 13. Keeping these considerations in view', we would 
recommend that in general the gross working hours 


prescribed in the industrial establishments under the 
Government should be 48 hours in a week and 8 hours 
in a day; but within this period of 8 hours, the woncers 
should be allowed a break for ha,lf-an-hour to take their 
meals, thus yielding a net of 45 hours per week. As 
regards the industrial establishments where the net 
weekly hours of work 'are less than 45, the position 
should be reviewed because we do not seie why any 
disparity in this respect should be allowed to persist as 
between staffs employed in different workshop 
establishments. 

14. We have particularly noted the disparities exist¬ 
ing as between tne workmen employed in the different 
railway zones and we find that in some railway zones, 
shorter hours of work are being countenanced for 
purely historical reasons. It appears that this is in 
line with the approach commended in the Raja,dhyaksha 
Award (1947), viz., that the old favourable entitle¬ 
ments should be maintained. We feel that these tradi¬ 
tional entitlements should not be allowed to continue 
any longer. In times of emergency, the Railway 
Administration in consultation with the Federations 
were able to provide for uniform working hours in the 
workshops of all the railway zones and the last occa¬ 
sion when this uniformity was given up was as recently 
as March, 1972. We are confident that the Railway 
Federations would themselves not be averse to unifor¬ 
mity being achieved in this respect among the workers 
employed iff the different railway zones and we recom¬ 
mend that this uniformity should be brought about by 
increasing the net working hours, where necessary, to 
45 per week. 

15. As regards office staffs whose net hours of work 
are 37J per week, we find that the differential that 
exists today between the industrial and non-industrial 
workers under the Government is much wider than 
is generally in vogue in the developed countries of the 
west or in the non-Government sector in India. The 
non-industrial employees working in administrative 
offices have shorter hours of work than not only the 
non-industrial workers outside but even those employ¬ 
ed in industrial establishments under the Government. 
The daily working hours in administrative offices were 
increased by half-an-hour during the periods of enwr- 
gency, viz., from November, 1962 to November, 1967 
and again in December, 1971, when these office staffs 
worked to a 40i-hour week. Considering that the 
country has to make great strides on the path of deve¬ 
lopment and has still a long way to go to ensure a 
certain minimum standard of living to vast masses of 
people, it is odd to continue a feature which tends to 
reduce out-turn of work in Government offices. We 
feel that the net weekly hours of work prescribed 
during the emergency should be the normal working 
hours. We, therefore, recommend that the hours pres¬ 
cribed for the administrative offices should be 7 effec¬ 
tive hours a day, exclusive of lunch-break 

16. In this context, we have also considered the 
demands made by the clerical and operating staff 
working in industrial establishments and in the field 
offices of the Raliways and P & T that either the work¬ 
ing hours should be reduced in their case or their longer 
working hours should be compensated for by higher 
remuneration. The clerical staff working in the field 
offices like stations, sheds, depots, workshops and 
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yards, made similar demands before the Miabhoy 
Railway Labour Tribunal (1969) which gave its report 
m July, 1972. This Tribunal* did not accept the 
demands for making a departure from the present 
practice and held tnat the existing provision which 
required clerical staff to work the same hours as the 
other staff in the field offices, when the duties of clerks 
were such that their presence throughout was neces¬ 
sary for the efficient working of the entire staff, was 
not objectionable. We agree with these views and do 
not suggest any change m the existing arrangements 
in the mterest of efficiency. We feel that with the 
increase in working hours suggested by us for the 
office staff in administrative offices, the demand for 
reducing disparity has been met to an appreciable 
extent. In certain cases it should be possible to rotate 
the clerical and other staff between workshop^ field 
offices and administrative offices in such a way that 
the liability of working somewhat longer hours in the 
workshops etc. is shared by all such staffs over periods 
of time. In any case we do not know of any such 
system, namely, of compensating longer working hours 
by higher remuneration, either in the public or the 
private sector. The scales of pay are determined on 
the basis of worth of charge taking into account all 
relevant factors including working hours. We would, 
therefore, not favour the approach of linking differences 
in the hours of work to the scale of remuneration as 
that would tend to disturb unduly the structure of 
emoluments devised for these employees. 

III. Weekly Off 

17. It is universally recognised that every worker 
should be allowed a day of rest in a week and that 
this facility should be denied only in exceptional cir¬ 
cumstances or where it is felt that the nature of work 
is very light or of essentially intermittent character. 
Most of the labour laws which have covered this aspect 
provide for a weekly off to the workmen, e.g., Section 
52 of the Factories Act, 1948; Section 71-D of the 
Indian Railways (Amendment) Act, 1956; and the 
Minimum Wages (Central) Rules, 1950. Of the Cen¬ 
tral Government employees, who in this matter are 
not covered by any legal provision, the office staffs are 
generally provided a break from work on Sundays 
and on every second Saturday of the month. The 
operating and maintenance staff employed in Railways, 
Posts and Telegraphs and Civil Aviation Departments 
are given a weekly off in rotation. For certain cate¬ 
gories of staff like the running staff of the Railway 
Mail Service and the operating staff under the Civil 
Aviation Department, there is provision for either 
assuring a sufficient number of days of rest in their 
cycle of duty or allowing hours of rest, after a pres¬ 
cribed number of shifts, which is comparable to the 
facility of weekly off. There is also a group of em¬ 
ployees comprising mainly the Linemen of the Posts 
and Telegraphs Department, who remain on ‘call duty’ 
although the total number of hours of actual work 
performed by them in a week are, on an average, short. 
Such staffs are not allowed any kind of weekly off. 
A weekly break is also not provided in a regular manner 
to sizable groups of class IV employees like cooks, 
bearers, waiters and attendants in a rest house. Chow- 
kidars, watchmen and watermen also do not have a 
weekly break unless they are working in an office which 
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closes on Sunday. Sweepers too do not have a regular 
weekly break. However, many of these categories 
working in establishments under the Ministry or 
Defence and Ranways are entitled to weekly off. 

18. A major demand for liberalisation that has been 
made by several unions representing office and other 
staffs is for a 5-day week by making every Saturday 
and Sunday of the week holidays, it has been said 
in support that a two-day break every week has become 
the practice in most of the advanced countries and 
tnat where such a provision has been made, there has 
been no noticeable decline in productivity. Some 
unions have also suggested that every Saturday can 
be made a holiday by distributing the total weekly 
hours of work m such a way as does not result m any 
reduction. In the same connection, it is said that while 
Government would be getting the same amount of 
work done, it would result m the employees’ saving 
the cost of transportation to office and back on one 
more day in every week. 

19. While a 5-day week has gained popularity in 
the advanced countries of the world, it is not as yet a 
universal phenomenon. In India, very few private 
firms have settled down to a 5-day week. Among the 
State Governments, only three, viz,., Punjab, Haryana 
and Mysore have experimented with this idea. The 
State Governments or Punjab and Haryana informed 
us that they considered a 5-day week to be an improve¬ 
ment over the earlier arrangement, particularly as the 
number of hours of work in a year remained the same. 
They also informed us that the new arrangement had 
not resulted in any serious complaint from the general 
public, but recently the Government of. Punjab switch¬ 
ed back to the old pattern, viz., a 6-day working week 
with only the second Saturday of every month being 
a holiday, as they felt that members of the public were 
being inconvenienced due to the long week-end. The 
Government of Mysore introduced the system of 5-day 
week in May, 1971 but discontinued it after the dec¬ 
laration of emergency in December. 1971. 

20. We have examined this proposal with great care 
and feel that conditions in India, by way of its indus¬ 
trial health and the capacity for sustained work over 
a continuous period of time in our climatic conditions 
are quite different from parallel conditions in the deve¬ 
loped countries. In the workshops, it would certainly 
reduce productivity if the workmen were given two 
days off in a week and their hours of work in the 
remaining five days extended to nine hours per day to 
keep the net weekly hours at the level of forty-five. 
As for the employees engaged iff providing essential 
24-hour services like the open-line staff in the Railways 
and operating and maintenance staff in the Posts & 
Telegraphs and Civil Aviation Departments, the idea 
of a 5-day working week would be completely un¬ 
workable. This proposal has also to be considered in 
the context of the large number of holidays to which 
Central Government employees, excluding the operat¬ 
ing staff employed in certain essential services, are 
already entitled. The workmen in those countries 
where the 5-day week is the rule, have fa,r fewer holi¬ 
days than the workmen in this country. We are, there¬ 
fore, of the view that in the existing'circumstances, it 
would not be appropriate to consider the idea of a 
5-day week for Central Government employees nor 
the suggestion that instead of one Saturday every 



month, two Saturdays in the month should be granted 
as holidays. 

21. A few have also suggested that the old prac¬ 
tice under which every Saturday is treated as a half¬ 
holiday should be resumed. This suggestion was also 
made by the Administrative Reforms Commission*. 
According to the evidence received by us, we find that 
the majority view is against the provision of half¬ 
holidays. It is said that the atmosphere in the offices 
on half-holidays is not quite the same as on a normal 
working day and that the employees have to come to 
the office, in many cases after covering long distances, 
for only a short duration. We think that the existing 
arrangement of giving only the second Saturday of the 
month as a holiday is the most suitable for the admi¬ 
nistrative offices and no change is called for. 

22. For those categories of staff, who are not 
assured a regular weekly off, we would suggest some 
arrangements to be devised for giving them a rest day 
at least once in a fortnight. In the large establish¬ 
ments it might be possible to secure this by a system 
of rotation, or by employing a small number of addi¬ 
tional staff to enable rest days to be given at periodi¬ 
cal intervals to categories like chowkidars, watchmen, 
cooks, waiters, sweepers etc. In some establishments, 
the feasibility of employing casual workers on sonje 
days in order to give rest to the regular staff should 
also be explored. We are not in favour of the pro¬ 
posal made by a few unions that where a weekly off 
is denied, the employee should be monetarily com¬ 
pensated. The main justification for a weekly break 
is the need for the employee to have a day for rest 
and for discharging his domestic and social obliga¬ 
tions. Monetary compensation is. therefore, not an 
adequate substitute and it might also promote a ten¬ 
dency among both management and staff to overlook 
the basic need for a periodical break and come to 
view the monetary compensation provided in lieu as 
an acceptable and therefore permanent feature. We, 
therefore, recommend that an employee should be 
given a ‘compensatory off’ when he is called to work 
on his normal off-day and that this should be allow¬ 
ed as soon thereafter as possible. This is already pro¬ 
vided for the employees covered by the Factories 
Act, 1948, the Indian Railwavs (Amendment) Act. 
1956 and the Minimum Wages (Central) Rules. 
1950. 

23. There might be cases, however, where it is not 
practicable to give a ‘compensatory off* in the interest 
of Government work. The rate at which such work 
performed on a holiday or the normal off-day should 
be compensated in that event has been dealt with 
later in this chapter. 

IV. Public Holidays 

24. In the matter of public holidays also, there are 
marked disparities between different sections of Cen¬ 
tral Government employees. The office staff working 
in administrative offices are assured 16 public holi¬ 
days in a year including the three national holidays— 
the Republic Dav, the Independence Day and Maha¬ 
tma Gandhi’s Birthday. On the other hand, open- 
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line staff in the Railways and other staffs concerned 
with the provision of essential 24-hour services are 
allowed only the three national holidays although 
most of them have to work on the national holidays 
also on payment of monetary compensation in lieu. 
In the Posts & Telegraphs Department also, certain 
categories of workers employed in the Railway Mail 
Service are entitled to only 3 national holidays; cer¬ 
tain other categories like postmen, post office clerks, 
P&T Motor Service drivers, telegraphists and tele¬ 
phone operators are entitled to only 9 effective holi¬ 
days in a calendar year. 

25. The principles governing the declaration of 
public holidays were reviewed in 1947 when it was 
decided that only festivals of general significance and 
birthdays of world figures of importance to India 
should be included in the list of public holidays. The 
system of communal or sectional holidays was abo¬ 
lished as it was felt that there was no justification for 
having holidays on occasions which were devoid of 
general interest. A list of 20 holidays was issued in 
1948, to which some more came to be added in sub¬ 
sequent years. There were thus 23 closed holidays 
by the time the Second Pay Commission made its re¬ 
port. On the recommendation of the Second Pay 
Commission, the number of public holidays was re¬ 
duced from 23 to 16; the remaining 7 being placed 
on the list of restricted holidays of which the emplo¬ 
yee could avail up to 2 in each calendar year. Since 
then the position has remained unchanged except for 
the additions made to the list of restricted holidays. 

26. As for the State Governments, the majority 
seem to provide for public holidays on a much more 
liberal scale than the Central Government. Except 
for a few States like Haryana, Mysore, Kerala and 
Maharashtra, who allow 15 to 17 holidays in a year, 
the others allow from 19 to 27, but in Assam the 
number of public holidays is 31 in a year and in 
Jammu and Kashmir, the number of holidays allow¬ 
ed varies from 31 to 36 in different areas of the 
State. Most States do not follow the practice of dec¬ 
laring additional holidays in case any festival recog¬ 
nised as a holiday falls on a Sunday or a closed holi¬ 
day. For instance, in Haryana, where every Saturday 
of the month is also a holiday, except for the three 
months from May to July (when only the second Sat¬ 
urday of the month is a holiday), it frequently hap¬ 
pens that die number of effective holidays in a year 
comes to only about 10. The system of restricted 
holidays is in vogue in the majority of States. 

27. If we consider the entitlement to holidays of 
the staff in administrative offices, we find that the civil 
servants in India are much better off than the civil 
servants in the developed countries. Commenting up¬ 
on this phenomenon UN experts! have observed that 
an “ingenious statistician would probably have little 
difficulty in providing support for a proposition that 
public holidays in a country are in inverse proportion 
to the country’s resources”. The information that we 
have been able to collect for the foreign countries in 
this respect indicates that the number of public holi¬ 
days in the advanced countries is generally 11 or less. 

tParagraph 290 of Part one of the U. N. Handbook of 
Civil Service Laws and Practices, 1966 (page 109). 
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Thus, there are only 11 public holidays in a year in 
Canada, West Germany and Japan, 9 in the United 
States of America and 8i in the United Kingdom. 
In Kenya also, the public holidays in a year number 
11 . 

28. Except for the 3 national holidays, the remain¬ 
ing public holidays are declared on the occasions of 
important religious festivals and birthdays of religious 
and social reformers of interest to an Indian commu¬ 
nity. We are reluctant to single out any religious 
festival or occasion for suggesting discontinuous of an 
existing holiday, but we recommend that no section 
of employees should be allowed more than 16 holi¬ 
days in a year. According to information furnished 
by the Ministry of Railways, it appears that certain 
classes of railway servants in some of the railway 
zones are allowed more than 16 paid holidays in a 
calendar year due to historical reasons in accordance 
with the approach recommended in the Rajadhyak- 
sha Award (1947), We feel that there is no justifi¬ 
cation for continuing this kind of traditional entitle¬ 
ment year after year and that the concerned classes 
of employees having more favourable entitlements in 
the matter of public holidays should be brought over 
to the general level. 

29. Even without abolishing any existing holiday, 
it is possible to reduce the effective holidays allowed 
to the Central Government employees in a calendar 
year. According to the existing practice, whenever 
any of the approved 16 closed holidays falls on a 
Sunday or a 2nd Saturday, one of the restricted holi¬ 
days is declared a public holiday in lieu, in order to 
ensure that the employees get the benefit of 16 effec¬ 
tive holidavs in a year. We are not convinced of the 
rationale of this practice and would suggest that it 
should be discarded as soon as possible. 

30. We have considered whether the system of 
restricted holidays cannot be dispensed with since it 
causes unnecessary dislocation of work in the offices 
and requires an account to be kept of the number of 
restricted holidays availed of by the staff. We believe 
that the system of restricted holidays is being conti¬ 
nued because it serves an important purpose in meet¬ 
ing, to some extent, the aspirations of the various reli¬ 
gious communities without, at the same time, increas¬ 
ing unduly the number of closed public holidays. We 
suggest no change in the existing system except that an 
attempt should be made to control the number of 
Festivals declared as restricted holidays. 

31. As regards those employees who are entitled 
to only 3 national holidays or 9 effective holidays, we 
would not recommend any change because the curtail¬ 
ment in their case is justified by the essentiality of 
public services which they are instrumental in provi¬ 
ding. We would, however, urge that each Depart¬ 
ment should keep the position in this respect under 
constant review in order to mitigate, wherever possi¬ 
ble, the hardship visited upon the staff affected. Such 
staffs are already allowed a slightly larger quantum 
of casual leave than others and this factor, viz., the 
relatively less number of holidays, should be deemed 
as taken into account while fixing pay. It would not 
be appropriate to follow the approach that all sections 


of Central Government employees should be allowed 
the same number of public holidays and that if cer¬ 
tain sections of the employees, as a public require¬ 
ment, are allowed less number of holidays, they 
should be separately compensated for it. As noted 
earlier, public holidays are given for certain tradi¬ 
tional religious or social observances, and once an 
employee is required to forgo the public holiday, an 
extra day of leave can hardly be adequate recom¬ 
pense. It would not be sound to think in terms of 
monetary compensation for every curtailment of a 
benefit like weekly off, public holiday etc., because 
such an approach would detract from the neatness of 
the pay structure and cause wide repercussions. For 
instance, several employees are not able to fully uti¬ 
lise the earned leave to which they are entitled and 
once we start compensating a section of employees 
for being allowed less number of holidays than others, 
the employees would also start considering them¬ 
selves entitled to monetary compensation for leave not 
availed of by them, especially if leave applied for is 
refused in the exigencies of public service. 

32. Finally, we may consider the question of com¬ 
pensation for work performed by the staffs on public 
holidays to which they axe entitled. In certain essential 
public services like Railways, Posts & Telegraphs and 
Civil Aviation, it is not possible to avoid calling the 
staff to work on the public holidays allowed to them. 
There are certain other categories also who have to 
render duty on holidays, the most notable such cate¬ 
gory being that of policemen deployed on law and 
order duty on the occasion of certain religious festivals. 
We feel that wherever possible, the employees concern¬ 
ed should be allowed compensatory off in lieu, but 
where it is not practicable, monetary compensation 
should be provided at the rates suggested by us later 
in this chapter. 

V. Casual Leave 

33. Provisions pertaining to the grant of casual 
leave to employees are in the nature of executive ins¬ 
tructions. It has never been deemed to be a recognis¬ 
ed form of leave and the latest set of rules, viz., the 
Central Civil Service (Leave) Rules, 1972, specifical¬ 
ly mention that casual leave is not recognised as leave 
under those rules. This feature notwithstanding and 
despite the fact that casual leave is intended to coyer 
casual absences for personal reasons, it has in practice 
come to be viewed by the employees as a supplement 
to the regular forms of leave provided to them. Since 
an employee while on casual leave is treated as on 
dutv and his pay not intermitted for that reason, an 
employee finds it more convenient to avail of casual 
leave, sometimes for as long as 7 days or so. for reasons 
for which the grant of regular leave would have been 
more appropriate. We examined the feasibility of 
doing away with the system of casual leave which does 
not exist in this form in most of the countries for which 
we collected information. We feel that it will not be 
advantageous on the whole to do away with the system 
of casual leave altogether. 

34. In the matter of entitlement to casual leave, 
the Central Government employees are divided into 
three broad groups. Most of the employees in Gov¬ 
ernment departments other than Railways as well as 
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railway servants other than the open-line staff are 
entitled to 12 days’ casual leave in a year. The work¬ 
shop staffs in the Railways have been allowed 12 days’ 
casual leave in a calendar year from 1st September, 
1971 in accordance with the Award given by the Board 
of Arbitration. The second group consists of open¬ 
line staff in the Railways and certain other categories 
of operating and maintenance staffs in the Posts & 
Telegraphs apd Civil Aviation Departments who have 
been allowed more than 12 days’ casual leave, usually 
15 days in a calendar year, in consideration of the fact 
that they are entitled to less than the 16 effective holi¬ 
days allowed to the Central Government employees 
generally. The third group of employees comprises 
the workshop staffs working outside railways who are 
allowed 7 days’ casual leave in a calendar year. In no 
case, is the unutilised portion of casual leave allowed 
to be carried forward to the succeeding year. 

35. Some of the unions have asked that the existing 
quantum of casual leave should be increased to the level 
of 15 or 20 days and that an employee should be able 
to carry forward to the next year the balance of the 
casual leave not utilised by him. In our view the exist¬ 
ing quantum of casual leave is quite adequate and no 
further increase would be justified. We also do not 
accept the suggestion that unutilised portion of casual 
leave should be allowed to be carried forward to the 
succeeding year. 

36. As for the employees, who are not entitled to 
all the public holidays, there are some sections who 
are allowed 17 days’ or even 20 days’ casual leave in a 
calendar year as against the quantum of 15 days gene¬ 
rally allowed to such employees. We were informed 
that these liberal provisions are being continued for 
historical reasons in certain railway zones, viz., the 
North Eastern Frontier .Railway and in the South Cen¬ 
tral Railway. We recommend that all the operating 
and maintenance staffs who are entitled to less number 
of public holidays in a year than the number allowed to 
the office staff in administrative offices, should be allow¬ 
ed 15 days’ casual leave in a calendar year and that 
no class of employees should be allowed more than 
15 days’ casual leaye in a year. In case, a higher 
amount of casual leave has been allowed in certain 
cases due to the remoteness of the region, a better 
method would be to allow one or two days’ journey 
time whenever a person proceeds home on casual leave 
rather than allowing an enhanced quantum of leave 
every year as a regular provision. 

37. In the case of the workshop staffs outside the 
railways who are entitled to 7 days’ casual leave in a 
year, the disparity in this respect is not a substantial 
one because they are also entitled to special non-cumu- 
lative leave on medical certificate of 5 days in a calendar 
year on leave salary. Since most of these employees 
are holding posts, the maximum of which does not 
exceed Rs. 300 per month, the leave salary in their 
case works out to the pay being drawn by them at 
that time. The stipulation for producing a medical 
certificate to get the special non-cumulative leave, in 
our view, is more an irritant than a deterrent to the 
availing of this leave. We feel that there is no parti¬ 
cular advantage in providing two different types of 
leave for more or less the same reason and it would 


reduce accounting work and lead to greater uniformity 
if the special non-cumulative leave was abolished and 
the quantum of casual leave increased from 7 days to 
12 days. We, therefore, recommend that all work¬ 
shops staffs outside the railways should also be allowed 
12 days’ casual leave in a calendar year and that the 
5 days’ special non-cumulative leave should be abo¬ 
lished. 

38. We suggest no changes in the remaining provi¬ 
sions attaching to the grant of casual leave, viz., the 
number of days for which it can be availed at a time 
and the treatment of the Sundays and holidays falling 
within the period of absence on casual leave. 

39. We received a few suggestions for liberalising 
the provisions relating to special casual leave. We 
have examined the existing position and find that the 
provisions introduced after the report of the Second 
Pay Commission are quite adequate and do not need 
any change. 


VI. Overtime Allowance 

40. For the work done in excess of the prescribed 
hours, the Central Government employees in the vari¬ 
ous Departments are entitled to payment of overtime 
allowance (OTA) under the following different 
schemes: 

(i) All those employees who are deemed to be 
workers under the Factories Act or under 
the Minimum Wages Act are entitled to OTA 
at twice the ordinary rate of their wages for 
the work done in excess of 9 hours on any 
day or for more than 48 hours in any week. 
Workshop staff in the Ministry of Defence, 
Railways, Posts and Telegraphs, etc. are 
governed by these provisions. 

(ii) Other Railway staff have been divided into 
four categories, viz.. Intensive, Essentially 
Intermittent, Continuous and Excluded. The 
Hours of Employment Regulations which 
have a statutory character, prescribe for the 
first three categories a maximum limi t of 
work of 45, 75 and 54 hours per week res¬ 
pectively. The actual hours of rostered duty 
are usually less than these limits; but over¬ 
time payment at one and a half times the 
ordinary rate of pay, becomes admissible 
only if the statutory limit for a two-week 
period is exceeded. In some special cases 
overtime payment is made when the hours 
worked during., a week exceed 48. 

(iii) Non-industrial staffs Working in workshops 
who are not covered by any other scheme, 
are allowed overtime allowance at time-rate 
for work in excess of prescribed hours but 
not in excess of 48 hours in a week or 9 
hours on any day. For work in excess of 
9 hours on any day or 48 hours in a week, 
they have to be allowed OTA at the same 
rate as is admissible to the industrial staffs 
provided the non-industrial staffs have the 
same hours of work and holidays as the in¬ 
dustrial staffs and the nature of duties of the 
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non-industrial staffs is such that their pre¬ 
sence throughout is essential for the efficient 
working of the industrial staffs. If these 
conditions are not satisfied the rate of OTA 
for non-industrial staffs is to be the time- 
rate for work done in excess of one hour 
over the prescribed hours of work. 

(iv) In the Posts & Telegraphs Department, staff 
working in telegraph offices, telephone ex¬ 
changes and in the Railway Mail Service of 
the postal wing, have had the benefit of 
overtime allowance schemes since before the 
Second Pay Commission. Following the 
recommendations of that Commission, the 
system was extended to the staff working in 
post offices also. OTA is admissible if on 
any day the overtime duty performed exceeds 
30 minutes. Such periods are rounded to the 
next half hour. Supervisory staff such as 
postmasters in the various grades, engineer¬ 
ing supervisors etc. are not entitled to OTA. 


(vi) Special provisions have been made for the 
employees of the Mints, the Security Press, 
and the Customs and Central Excise Depart¬ 
ments. In the latter, Class II gazetted offi¬ 
cers have also been made eligible for over¬ 
time earnings, which is not the case in any 
other organisation. Further, special rules 
have been framed in respect of particular 
categories such as Parliament Assistants, Staff 
Car drivers, staff of the Central Registry and 
Watchmen. The staff working in the Budget 
Division of the Ministry of Finance are given 
a budget honorarium equal to a month’s emo¬ 
luments but not exceeding Rs. 600 for the 
work done after working hours, in connec¬ 
tion with preparation of the budget. 

In most cases certain monetary or other limits have 
been imposed on the extent of overtime worked. Gene¬ 
rally the earnings should not exceed l/3rd the monthly 
emoluments. For the personal staff of officers of the 
rank of Deputy Secretary and above, the limit is half 
the month’s emoluments. 

41. The recommendations of the Second Pay Com¬ 
mission, which were accepted bv the Government, en¬ 
larged the coverage of the staff eligible for the pay¬ 
ment of overtime allowance. The total expenditure on 
OTA in all departments including the civilian estab¬ 
lishments of the Ministry of Defence came to Rs. 41.53 
crores in 1971-72. Of this total, Rs. 15.51 crores 


were incurred in the civilian establishments of the De¬ 
fence Ministry such as Ordnance Factories and Ins¬ 
pection Directorates. Expenditure on this item in these 
organisations increased by 78% from 1970-71 to 1971- 
72. OTA in the P&T accounted for Rs. 10.17 crores, 
and that in the Railways for Rs. 9.06 crores. The 
per capita expenditure in 1971-72 was the highest in 
the Department of Civil Aviation (Rs. 576) followed 
by the Ministry of Finance (Department of Economic 
affairs and Department of Revenue and Insurance) 
Rs. 337.9. The per capita expenditure in the Defence 
Establishments (at Rs. 328.20) was about the same. 
The P&T recorded a per capita expenditure of Rs. 275 
while the lowest per capita expenditure (Rs. 66.60) 
was in the Railways. 

42. The percentage increase in expenditure on OTA 
during the 4 years from 1968-69 till 1971-72 shows 
wide inter-departmental variations. It is 200% in 
the Ministry of Works, Housing and Urban Develop¬ 
ment, 71% in the Ministry of Finance (Department 
of Economic Affairs and Department of Revenue and 
Insurance), 63% in the Department of Civil Avia¬ 
tion. According to the Ministry of Finance, which 
has the Mints under it, the increase in the OTA was 
due to the effort put in to remedy the sudden shortage 
of coins in 1971-72. The lowest increase was in the 
Railways with 24.5%. The sudden spurt in overtime 
expenditure under the Ministry of Defence from 1970- 
71 to 1971-72 has to be ascribed to the unforeseen 
demands made on the Ordnance Factories and other 
connected establishments during the latter years. In the 
P&T and in all the other departments the increase was 
about 56%. In the P&T the expenditure has been 
continuously rising since overtime was made generally 
applicable. A study conducted by that Department 
in 1970 ascribes a large part of the expenditure to the 
shortage of staff and absenteeism and to the adoption 
in 1964 of the practice of basing the overtime payments 
on pay, dearness pay, city compensatory and certain 
other allowances, as in other departments rather than 
on pay and dearness pay as was the practice till then. 

43. If the Ministry of Defence (for which full figures 
are not available), and the Railways (where the rate 
of growth is comparatively low) are omitted from 
consideration, then in all the other departments, dur¬ 
ing the four years from 1968-69 to 1971-72 the over¬ 
time expenditure went up from Rs. 9.78 crores to 
Rs. 16.64 crores, an increase of 73.2%. A projection 
of this figure would suggest' that overtime payment 
would double itself in about six years. This rate of 
growth is disconcertingly high; and against this back¬ 
ground we have viewed the various demands made on 
behalf of the associations for a further liberalisation of 
the overtime scheme. 

44. The points made by the employees’ unions with 
regard to overtime allowance can be summarised as 
follows : 

Overtime should not be obligatory. It has been 
alleged that the authorities have misused the dis¬ 
cretion vested in them and have harassed the staff 
with disciplinary action in cases where they could 
not perform overtime duty. OTA should be at 
double the time rate for all duty performed in 


(v) Overtime allowance was extended generally 
to all office staff and similar categories, in 
the Central Secretariat and its attached and 
subordinate offices on the recommendations 
of the Second Pay Commission. The Gazet¬ 
ted Officers and those in receipt of a sum of 
Rs. 620 and above as basic pay and dearness 
pay are not eligible for overtime payment. 
No OTA is admissible for the first hour of 
duty after the prescribed working hours as 
the ‘office staff’ have shorter aggregate work¬ 
ing hours than other staff and a distinction is 
necessary on that account. 
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excess of the prescribed duty hours and for work 
done on holidays. There is no justification for the 
non-payment of compensation for the first one hour 
of overtime duty in the case of office staff. As 
government servants are required to work overtime 
under the orders of their superiors there should be 
no ceiling on the overtime allowance and in any 
case the maximum limit in the case of both the 
‘personal staff’ and ‘other staff should be the same 
as both perform overtime duty under the specific 
orders of their superiors. 

OTA should be given to the railway employees for 
every hour after the rostered duty hours like other 
Central Government employees. The averaging 
clause has, it is alleged, been misused by the autho¬ 
rities and should be deleted. The clerical cadres of 
the railways who have been denied OTA should 
be paid OTA whether they perform their duties in 
workshops, sheds, factories, offices or at railway 
stations. 

45. Many of the witnesses have strongly opposed 
the very system of overtime working. In their view 
the attraction of overtime has led to work being deli¬ 
berately delayed, and to the accumulation of heavy 
arrears, with consequent loss of efficiency. On the 
other hand some other witnesses felt that the system 
had existed for a, long time and it would be very diffi¬ 
cult to do away with it. If the staff are detained be¬ 
yond the prescribed hours it is unfair to ask them to 
do so without some compensation. They felt that the 
grant of a compensatory off for overtime work was not 
the ideal substitute for a person obliged to stay on be¬ 
yond the prescribed hours in the public interest. If 
adequate supervision and safeguards are provided in 
respect of the procedure for ordering overtime duty 
they see no reason why it should lead to any abuse. 

46. We find that in most States the ministerial and 
other comparable staff do not get any OTA. Assam 
seems to be the exception. Some other States pay over¬ 
time only to peons and jamadars attached to head¬ 
quarters organisations. On the other hand in most 
countries abroad civil servants who are called upon to 
work beyond the prescribed hours are paid overtime. 
The exceptions seqjn to be the PhiliDpines and West 
Germany. In the Philippines, however, an allowance 
called meal allowance is paid when a civil servant is 
detained beyond his prescribed hours of work. 

47. Payment of OTA to the factory and workshop 
staff is guaranteed by law. In this context, the total 
abolition of the system, strongly advocated by some 
responsible witnesses, has to be interpreted as being 
relevant primarily to the ‘office staff’ type of workers. 
For these categories there can be little doubt that much 
of the increase in overtime expenditure in recent years 
is unjustified. The Government informed the National 
Labour Commission in 1968, that there was a 15 to 20 
per cent excess of staff engaged on routine duties like 
typing, despatch etc. It is difficult to reconcile the 
existence of such a surplus in offices, with the mounting 
overtime expenditure. There is therefore an imme¬ 
diate and pressing need to keep the expenditure on 
OTA within reasonable limits, 


48. We*, therefore, recommend that the system of 
overtime allowance should be withdrawn in respect of 
the categories and establishments to which the practice 
was extended subsequent to the Report of the Second 
Pay Commission. It may continue in other cases,_ in¬ 
cluding categories which are governed by the provisions 
of an enactment such as the Factories Act, and the 
Hours of Employment Regulations. Even in respect 
of these categories we feel that at least some of the 
overtime expenditure now being incurred, is due to the 
shortage of staff. Such shortages should be made up 
expeditiously. Where overtime working, as a regular 
measure, is unavoidable, as happens in certain opera¬ 
tive offices, the compensation should be in the form 
of off-days rather than through a cash benefit. For 
the categories which would become ineligible for over¬ 
time payment as a result of our recommendation, a 
system of compensatory offs and payment of honoraria 
should be introduced. Honoraria should however be 
considered only for compensating the overstayal, dur¬ 
ing periods of unusual activity or due to unforeseen 
circumstances such as the compilation of the Budget. 
Parliamentary work during Sessions, organisation of 
large conferences, fairs etc., and work connected with 
emergencies. Where the system of overtime work con¬ 
tinues, the period of overtime should be calculated on 
a weekly basis and should be admissible only if the 
work put in during a working week of six days exceeds 
48 hours; in reckoning these 48 hours, the period 
allowed for meal breaks should be included. In the 
Government Presses, where the prescribed weekly hours 
are less than 48, the work done between the prescribed 
hours and the weekly norm of 48 hours is compensated 
in the form of overtime at double the time-rate. Com¬ 
pensation for such work should be only at the time- 
rate in future. 

VII. Weightage for Night Duty 

49. Prior to the Report of the Second Pay Com¬ 
mission, weightage for night duty was not a generally 
recognised practice. While the P&T and the Customs 
staff were allowed this weightage, the Railway staff 
was not. The Second Pay Commission did not con¬ 
sider it fair to deny weightage altogether and recom¬ 
mended that when night duty was such as to require 
continuous application, it should be allowed weightage 
of ten minutes for every hour worked. Following this 
recommendation it now appears to be a more or less 
general practice in Central Government departments 
(except the All India Radio and the Overseas Com¬ 
munications Service) to allow weightage for night duty. 


♦While the Member Secretary is in entire agreement with 
the recommendations of the Commission to curtail expenditure 
on overtime and to adopt stringent administrative measures so 
as to eliminate its abuse, he is of the view that in certain 
circumstances, payment of overtime allowance might serve a 
useful and legitimate purpose. As an instance, he would cite 
cases where the work is of a fluctuating nature, and it may both 
be administratively more convenient and economical to work 
the existing staff longer hours during peak periods rather than 
to employ extra staff on a long term basis. Such legitimate 
use of overtime in operational departments like the 
P&T, Civil Aviation and Communications need not, according 
to him, be prohibited. In normal administrative offices., how¬ 
ever, overtime allowance can, perhaps, be largely replaced by a 
system of honoraria, as recommended by the Commission. 
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50. In the Railways, the weightage for night duty 
was introduced with effect from 1-8-1962 as a result 
of the recommendations of the Second Pay Commission. 
It was initially restricted to certain categories of staff 
with basic pay not exceeding Rs. 470 per month 
who were classified as “continuous” and “intensive” 
under the Hours of Employment Regulations. Subse¬ 
quently, as a result of an Award given by the J.C.M. 
Board of Arbitration, the “essentially intermittent” 
category was admitted to the benefit of night duty al¬ 
lowance at two-thirds of the rate for “intensive” and 
“continuous” workers. Out of the “excluded” cate¬ 
gory, such supervisory staff and sisters-in-charge as are 
on regular shift duty were also admitted to the benefit 
of night duty allowance at the same rate as for “in¬ 
tensive” and “continuous” workers. The Board of 
Arbitration rejected the demand for night duty allow¬ 
ance in respect of the remaining “excluded” categories. 

51. On a further reference to the Railway Labour 
Tribunal, 1969 (Miabhoy Tribunal), it was decided 
that night duty allowance should be granted to all 
Railway employees irrespective of their classification or 
irrespective of the pay limit and that the allowance 
should be calculated taking into account not only dear¬ 
ness allowance but also compensatory allowances 
(other than house rent). The present position, there¬ 
fore, is that night duty allowance is payable to all class 
III and class IV staff for work performed between 
10 P.M. and 6 A.M. the 1 weightage being 10 minutes 
for every hour of night duty. 

52. In the P&T Department, weightage for night 
duty is given either by a reduction in the weekly work¬ 
ing hours or by a reduction in the term of night duty. 
The ‘night’ is defined as the period between 8 P.M. 
and 6 A.M. The weightage for night duty, however, 
differs in different branches. Thus, it is 20 minutes 
per hour of night duty in the Postal Branch and 
stationery offices in the RMS Branch except when such 
duty consists of less than six hours’ duration and is 
performed partly by day and partly by night, in which 
case the weightage is 10 minutes. In the RMS Sections, 
12 minutes’ weightage is allowed, while in the Tele¬ 
graph Traffic Branch, shorter duty terms for night 
shift and overlapping night and day shifts are in force. 
The practice of reduced weekly working hours is fol¬ 
lowed in respect of the categories in the Telegraph 
Engineering Branch, viz., Telephone Operators, Wire¬ 
less Operators, Repeater Station Assistants, Auto- 
Exchange Assistants etc. 

53. It is perhaps somewhat academic at this point 
of time to question the necessity for the grant of a 
weightage for night duty. There are arguments in 
favour of, as well as against, this practice but since 
the staff have come to regard it as something to which 
they are justifiably entitled, we do not want to re-open 
this issue. We, however, feel that any further liberali¬ 
sation in this regard as asked for by some of the em¬ 
ployees’ associations should be examined carefully. The 
two principal demands relate to a more liberal defini¬ 
tion of ‘night’ and a more liberal weightage for night 
duty. The definition of ‘night’ varies; in some depart¬ 
ments ( e.g., Railways, Civil Aviation and Meteorologi¬ 
cal Departments) it is reckoned as the period between 
22 hours and 6 hours while in others (e.g., P&T and 


Customs Departments) it is reckoned as the period bet¬ 
ween 20 hours and 6 hours. We consider that the 
former definition of ‘night’ as the period between 22 
hours and 6 hours is reasonable and satisfactory, parti¬ 
cularly in this tropical country. As for the suggestion 
for a more liberal conversion factor for weightage for 
night duty, the present weightage of 10 minutes for 
every hour worked cannot be considered as inadequate. 
In our opinion, weightage of 20 minutes per hour for 
some categories in the P&T and 33-1/3% for customs 
staff are clearly excessive. We recommend that the 
Government should consider bringing about a degree 
of uniformity on this basis with regard to both these 
matters. As the liberal weightage for night duty is 
a long-enjoyed concession in the P&T Department, the 
staff may be given the option either for cash compensa¬ 
tion on the samd terms and conditions as recommended 
for other Central Government employees or for continu¬ 
ance of the existing system of restricted duty hours. 

54. Another demand relating to night duty is that it 
should be compensated in the form of a cash allowance 
rather than in the form of reduced working hours and 
that it should be calculated taking into account not 
only dearness allowance but also compensatory allow¬ 
ances. The system of cash compensation obtains in the 
Railways, Ordnance Factories and the Civil Aviation 
Department, while a reduction in working hours is the 
method in vogue in the P&T Department. Whether 
one or the other method should be followed is a matter 
for Administration to decide depending on local condi¬ 
tions and circumstances. As for the calculation of cash 
compensation, our view is that only pay and dearness 
allowance should be taken into account and compensa¬ 
tory allowances excluded. 

55. We find that the principle of “continuous appli¬ 
cation” recommended by the Second Pay Commission 
as a criterion for the grant of night duty allowance has 
caused some practical difficulty in its interpretation. On 
the Railways, the term “continuous application” was 
interpreted to mean continuous employment as defined 
in the Hours of Employment Regulations. Elsewhere, 
it has been interpreted as having reference to cases 
where night duty is required to be performed as a 
regular measure and not occasionally. Yet another in¬ 
terpretation is that the night duty should not be of an 
intermittent nature with specific periods during the night 
when there is absence of significant activity. As we 
see it, weightage for night duty or cash compensation 
in lieu should be granted only when night duty calls 
for continuous performance of related tasks without 
considerable interludes of inaction or rest. Further, 
night duty allowance should not be granted where the 
weekly working hours have been fixed at a reduced 
level taking the occurrence of night duty into account. 
We also do not favour any weightage for night duty 
to those categories of employees who may be called 
upon to perform duties during night occasionally, such 
as supervisory staff. There would also be no case for 
the grant of night duty allowance where such duty is 
an inseparable characteristic of the job itself, e.g., nurses 
and sisters-incharge in hospitals; in such cases the 
proper course would be to take the factor into account 
when fixing the pay scale itself. 



CHAPTER 62 


LEAVE ENTITLEMENTS 


Different sections of Government employees are, 
in the matter of leave entitlements, governed by diffe¬ 
rent sets of rules. Provisions having the widest appli¬ 
cability are those contained in the recently-promul¬ 
gated Central Civil Services (Leave) Rules, 1972, 
and the near-identical provisions contained in the 
Revised (Railway) Leave Rules applicable to all rail¬ 
way servants, including industrial workmen. The 
only sections of employees who are not covered by 
these two sets of rules are members of the all-India 
Services and the workmen employed in Government 
industrial establishments other than Railways; the 
former are covered by the All India Services (Leave) 
Rules, 1955, which are similar to Central Civil Ser¬ 
vices (Leave) Rules, 1972. As for the industrial 
employees of the Government, they are governed 
either by the provisions relating to leave contained in 
the Factories Act or by the rules or instructions of 
the departments concerned. In a few departments, 
industrial staffs have been brought under the Revised 
Leave Rules, 1933. However, most departments in- 
duding the departments (other than Railways) em- 
aloying bulk of the industrial staffs, viz., Defence and 
:he P&T have not extended the Revised Leave Rules 
:o the workmen. In the Government Presses and the 
Meteorological Department, the employees who join- 
:d service before 17th November, 1961 could opt for 
he Revised Leave Rules, but this option has not been 
;iven to the staff who joined service on 17-11-1961 
)r thereafter. There are now only a few employees 
eft in service who joined Government service prior 
o the coming into force of the Revised Leave Rules 
ind who opted for one of the older rules applicable 
o them. 

2. The different sets of rules mentioned above have 
liven rise to disparities in leave entitlements as bet- 
veen the non-industrial employees and the industrial 
taffs (except in the Railways). Among the indus- 
rial staffs also, there are marked variations, the 
videst disparity being as between the industrial rail- 
vay staff and the industrial staffs employed in all 
>ther departments. The table below compares the 
ntitlements in respect of different kinds of leave ad- 
nissible to non-industrial staffs and all railway ser- 
'ants, and the industrial staffs generally, though cer- 
ain special categories enjoy other terms :— 

TABLE 

~ Non-industrial and Industrial staffs 

_ all Railway staff s_ 

1. Earned Leave / (a) Non-Industrial 1 day for every 

Annual Leave staff* (excluding 20 days’ work 

(t) Rate of Railway staff), performed du- 

earning 1/11 of duty ring the pre¬ 
period. vious year, 

___ provided the 

•Temporary employees in the 1st year of service earn leave 
@1/22 of dpty period. 



Non-Industrial and 
all Railway staffs 

Industrial 

staffs 


( b ) All Railway 

staffs : 

30/31 days in 
alternate years 
of service, i. e„ 
1/11 of duty, pe¬ 
riod (approx.). 

employee wor¬ 
ked for 240 
days during the 
year. 

(//) Maximum ac¬ 
cumulation 

180 days 

60 days. 

(iii) Availability at 
a time 

120 days 

30 days 

2. Half Pay Leave 



(i) Rate of 
earning 

20 days for each 
completed year 

of service 

20 days for each 
completed year 
service on 

medical cer¬ 
tificate only. 

(/V) Commuted 

Leave 

Upto 240 days dur¬ 
ing the entire ser¬ 
vice on medical 
certificate only. 

Twice the amount 
of such leave is 
debited against 

half pay leave. 

15 days on me¬ 
dical certifi¬ 
cate in a year. 
Twice the 

amount of 

such leave is 
debited aga¬ 
inst half pay 
leave. 

3. (a) Casual Leave 



(Non-cumulative) 

12 days in a.year; 

15 days for staff 
not entitled to the 

16 public holidays 
in a year. 

7 days in a year. 

(b) Special Non- 
cumulative Leave 

Nil 

5 days in a year 
on leave salary. 

4. Leave not due 

180 days during en¬ 
tire service and 90 
days at a time. On 
medical grounds, 
upto 360 days dur¬ 
ing entire service. 
Debitable to half 
pay leave to be 
earned in future. 

Nil 

5. Extra-ordinary 

Leave 

For permanent 

staffs, no limit but 
total continuous 
absence not to 
exceed 60 months; 
for temporary staffs, 
3 months at a time, 
but up to 18 

months, if suffering 
from tuberculosis, 
leprosy, etc. 

Same as for 
Non-Indus¬ 
trial staff. 
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We have noted the extent of casual leave admissible 
to different sections of employees only to facilitate 
proper comparison even though casual leave is not a 
recognised form of leave. 

3. It is clear from the information contained in the 
above table that the leave entitlements of industrial 
employees compare unfavourably with those of non¬ 
industrial employees. A number of unions represent¬ 
ing industrial workmen have forcefully contended that 
they should be allowed the same amount of leave as 
the non-industrial civil servants. They have also 
stated that the bulk of the industrial workers who are 
employed in the Railways have already got this ad¬ 
vantage and the remaining industrial workers in other 
departments should also be brought at par with them. 
We find that similar demands were made before the 
previous pay commissions who did not accept them 
for practical and other considerations viz., that the 
leave rules for industrial employees of the Government 
should not be very different from those for industrial 
workmen in private establishments, and that the 
nature of work in certain Services like Railways and 
P&T might call for special treatment in some respects. 

4. While we are reluctant to endorse disparities in 
conditions of service as among different sections of 
employees, we feel that in the matter of leave it might 
not be desirable or feasible to adhere rigidly to a uni¬ 
form approach. Our study of the leave provisions 
prescribed in the public sector undertakings and pri¬ 
vate establishments shows that while the provisions of 
the Factories Act only have been applied in the case 
of industrial workers, more liberal entitlements have 
been made generally for the non-industrial staffs. This 
is because absence on leave of workers in industrial 
establishments causes more serious dislocation or 
direct fall in out-turn in these establishments than in 
others, since their absence tends to have widespread 
repercussions on the entire production process. The 
effect is particularly adverse in assembly line work, or 
in group production because of the high degree of 
integration. 

5. The Second Pay Commission* had felt that the 
“logical course would be to make applicable to indus¬ 
trial staffs under the Railways the leave terms pro¬ 
posed for industrial staffs generally.” They referred 
to the view of the Railway Administration and em¬ 
ployees that all categories of railway staffs should re¬ 
ceive uniform treatment in regard to leave, medical 
facilities, retirement benefits, etc., but observed that 
“there is at least equally strong, if not stronger, reason 
in favour of treating industrial staffs under the Rail¬ 
ways on the same footing as other industrial staffs.” 

• ^ difference in entitlement of industrial staff 
in Railways and outside Railways, which was only 3 
days at the time of the Second Pay Commission, has 
now become wider with the implementation of the 
Award dated 20th September, 1971, given by the 
Board of Arbitration. Under the terms of this Award, 
workshop staffs on the Railways, who had no casuai 
leave before, are now entitled to 12 days’ casual 
leave in a year. The observation made by the Second 
Pay Commission that the amount of casual leave 
granted to the Railway staff, if any, should lead to a 


♦Paragraph 10 of Chapter XXXVI (Page 424) of its Report, 


reduction in the rate of earned leave, has been ob¬ 
viously disregarded. 

7. In the case of industrial employees working in 
the Government departments other than Railways, the 
existing rate of annual leave is generally as prescribed 
in Factories Act, viz., one day for every 20 days of 
work performed during the previous year, provided 
240 days of work was performed by the employee in 
that year. Holidays falling during the earned leave 
of an industrial employee are not set off against the 
leave account as is done under the Revised Leave 
Rules. Thus, the maximum leave that an industrial 
employee outside Railways can earn is a total of 14 
days which is about half of what accrues to the non¬ 
industrial civil servants and all railway servants. 
However, in the matter of leave provisions, the indus¬ 
trial workers under the Government are not worse off 
than their counterparts in the public sector under¬ 
takings and in private industry. Further, any enhance¬ 
ment of the leave entitlements of these industrial 
workers will have repercussions outside, especially in 
the public sector undertakings, and adversely affecl 
production. We are, therefore, not in favour of en¬ 
hancing the quantum of annual leave earned by those 
industrial workers under the Government who are 
governed by the leave provisions of the Factories Ac! 
supplemented by departmental instructions. 

8. As regards the workshop staff in the Railways 
we feel that, in the matter of leave entitlements, there 
is little Justification for treating them differently froir 
the workshop staff in other Government departments 
It would be advantageous also to take note of the rela 
tivities in this respect among the different groups o 
railway servants. We notice that uptill August, 1971 
there was long-standing parity in the total package o 
leave terms admissible to the workshop staff and thi 
open-line staff in the sense that the non-admissibilit; 
of 12 days’ casual leave to the workshop staff wa, 
made up bv their entitlement to 15 holidays in a vea 
as against 3 for the open-line staff. Now that casua 
leave has been allowed to the railway workshop stai 
there is every Justification for reducing the amount o 
annual leave earned bv them. This is also consisten 
with the approach recommended by the Second Pa- 
Commission. Taking all the circumstances into ac 
count, we feel that the earned leave of workshop staf 
should be reduced to the extent of the casual leav 
allowed to them from 1st September, 1971. The re 
suit of this recommendation would be to reduce con 
siderablv the gan that exists todav in the leave term 
applicable to railway workshop staff and worksho 
staffs in the other departments and to restore parit 
between the workshop staff and open-line staff in th 
railways taking into account the annual leave, casu; 
leave and the public holidays allowed to them. 

9. In some countries, e.g., the USA, United Kinj 
dom and Canada, the rate at which leave is earne 
increases with the employees’ length of service, and i 
some countries the rate increases as the pay ir 
creases, e.g., Malaysia and Kenya, in West German; 
however, both these principles are followed in detei 
mining the leave entitlements of civil servants. Th 
Second Pay Commission had based their recommend: 
tions on the former approach and suggested differei 
tial rates for employees during the first 5 years < 
service, the next 10 years of service and thereafte 
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While this recommendation was not accepted by the 
Government, we find that in the Leave Rules framed 
earlier in 1954 for the civilian industrial employees in 
the Defence Services, differential rates had been pro¬ 
vided for workmen having different lengths of service 
to their credit, 

10. Differential rates on the basis of pay does not 
appeal to us. Differential rates on the basis of length 
oi service may be justified on the ground that the 
needs of an older employee are greater because of 
family responsibilities, failing health, etc. These 
grounds however do not appear decisive as younger 
employees also require leave for attending to private 
affairs and recreation. Since differential rates should 
not lead to much overall change, there will have to 
be some liberalisation for the older employees, and 
a corresponding dehberalisation for the younger em¬ 
ployees. We do not think that such a position would 
be acceptable. The majority of the witnesses also did 
not favour the system of differential rates of earning 
leave. Further, differential rates would lead to avoid¬ 
able complications in computing entitlement of leave 
and maintaining leave accounts. 

11. We do not suggest any change in the case of 
workshop staffs whose earned leave is governed by 
the provisions of the Factories Act, 1948 supplemented 
by Departmental instructions. We recommend that the 
Civilian in Defence Services (Industrial Employees) 
Leave Rules, 1954 should be repealed. As for the 
railway workshop staff, the amount of annual leave 
earned by them should be reduced by 12 days. 

12. As regards the non-industrial civil servants, 
most of the unions and associations have suggested 
that the rate of earning leave should be made 1/10 
of the period spent on duty instead of 1/11 and that 
this would also simplify calculation and be in accord 
with metric system adopted by us. It has also been 
suggested that there should be no limit on accumula¬ 
tion of leave since an employee earns it after perform¬ 
ing duty and he should not be denied the full bene¬ 
fit of leave so earned for failure to avail of it in time. 
It has been stated that where leave is refused in the 
public interest, it is particularly unjust to make some 
of it lapse by placing a limit on maximum accumu¬ 
lation. Some have also suggested that the limit of 
120 days on the period of leave that can be availed 
at a time should be enhanced. We have already 
referred to the relatively more favourable leave en¬ 
titlements of non-industrial Employees of Government 
and we feel that no change should be effected which 
further widens the gap as between the non-industrial 
and industrial employees of the Government. 

13. We have taken note of the leave entitlements 
of civil servants in those countries for which we were 
able to collect information and find that the entitle¬ 
ments in the Central Government compare quite 
favourably with those allowed by some of the most 
developed countries in the world. The number of 
public holidays allowed to Government employees in 
India are also much more than in other countries as 
pointed out in the previous chapter. Moreover, 
in most countries, there is little, if any, accumulation 
of leave allowed to those who do not avail it. From 
ihe point of view of efficiency also, it is essential that 
aovernment servants take leave periodically to relax 


and recoup their health for being able to perform 
then work on resumption of duty after leave with 
greater zeal and emciency. If the present limit on 
accumulation is removed or liberalised, it would re¬ 
duce to some extent the incentive mat the Govern¬ 
ment servants have today for availing leave periodi¬ 
cally. A sample study conducted by the Ministry of 
Finance in 19/0 with reference to data pertaining to 
leave availed by different classes of Government ser¬ 
vants during 1967, 1968 and 1969 showed that ap¬ 
proximately 40% of the gazetted staff did not avail 
of any leave in a year while the corresponding per¬ 
centage for non-gazetted staff was around 12. This 
analysis also snowed that gazetted staff and Class I 
officers had generally good leave balances while Class 
111 and Class IV personnel had much less leave to 
their credit. Thus, the existing ceilings on accumu¬ 
lation of leave and the period for wnich the leave 
can be availed at any one time have hardly any signi¬ 
ficance for the majority of Government servants. 

14. We do not, therefore, recommend any change 
in the case of these employees as regards rate of 
earmng leave, the limit on accumulation of earned 
leave and the limit on the period of leave that can be 
availed at any one time. 

15. We find that temporary Government servants, 
in the first year of their service, can earn leave at the 
rate of 1/22 of the period spent on duty, i.e., half of 
what is prescribed for the permanent staffs. On a 
temporary servant becoming quasi-permanent or per¬ 
manent, the leave earned by mm in the first year of 
seivice is recalculated, this time at the rate of 1/11 
of the period spent on duty. Considering the large 
number of employees who join Government first as 
temporary employees and the fact that most of them 
become quasi-permanent after completing 3 years’ 
service, the existing provision only throws up a lot of 
cumbersome clerical and accounting work without 
conferring much advantage. In our view, the existing 
differentiation between permanent and temporary em¬ 
ployees in regard to earning leave in the first year of 
service is unnecessary and can be abolished without 
any difficulty and we recommend accordingly. 

16. Another matter in relation to earned leave 
which has been pressed before us is that a Govern¬ 
ment servant should be able to claim leave as a matter 
of right. We find that rule 7 of the CCS (Leave) 
Rules, 1972, specifically mentions that—“Leave can¬ 
not be claimed as of right.” We are in full agree¬ 
ment with what the rules say on this point, viz., that 
when the exigencies of public service so require, leave 
may be refused or revoked by the competent autho¬ 
rity. We do not feel that any change is called for in 
this regard. 

17. As regards leave salary, it is at present reckon¬ 
ed as the average of actual pay drawn during the 10 
completed months immediately preceding the month 
in which the leave commences or the substantive pay 
of the employee if it is more. However, employees 
proceeding on earned leave from a post the maximum 
of which does not exceed Rs. 300 are entitled to draw 
leave salary equal to the last pay drawn in order to 
reduce the clerical and accounting work involved. 
Since, however, the limit of Rs. 300 per month fixed 
in the year 1968 covered personnel up to the level of 
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UDCs etc., and taking note of the revised scales sug¬ 
gested by us for such categories of posts, we feel that 
this limit should be raised to Rs. 600 per month and 
we recommend accordingly. Except for this, we re¬ 
commend no other change in the method of calculat¬ 
ing leave salary. 

18. In respect of half pay leave, very few unions 
and associations have asked for improvements in the 
earning rate. We are informed that the majority of 
employees does not avail of half pay leave unless it is 
necessitated on medical grounds or for pursuing whole¬ 
time courses of study and, therefore, most employees 
have substantial balances of half pay leave to their 
credit. Provision also exists for combining half pay 
leave with other kinds of leave and of availing leave 
not due which is debitable to the half pay leave that 
may be earned subsequently. We do not, therefore, 
see any need for improving the existing rate of earn¬ 
ing half pay leave, but there is one provision concern¬ 
ing this kind of leave which in our view requires re¬ 
examination. The leave salary admissible on half pay 
leave is half the amount of leave salary admissible 
during earned leave subject to a maximum of Rs. 750 
per month. This ceiling which was fixed some 50 
years ago and which has continued despite the First 
Pay Commission’s recommendation to the contrary, is 
unduly now low considering the fall in the purchasing 
power of the Rupee. The Second Pay Commission, 
on grounds of economy, ha,d not suggested any change 
except where half pay leave was availed on medical 
certificate or for pursuing any approved course of 
study, otherwise than on study leave terms and under 
the existing rules, the limit of Rs. 750 does not apply 
in such cases. We feel that the economy achieved by 
enforcing this limit would be negligible since only a 
few civil servants are affected. Occasions when the 
senior civil servants resort 'to half pay leave are not 
common and those who proceed on half pay leave do 
so because of sickness or for pursuing an approved 
course of study, at which time the limit does not ope¬ 
rate anyway. Official witnesses were also of the view 
that this limit should be removed. We have been 
informed that the ceiling of Rs. 750 per month is be¬ 
ing retained on the ground tha,t it is contained in the 
Fundamental Rules and that it would not be appro¬ 
priate to make a more liberal provision in the CCS 
(Leave) Rules, 1972. This is not sufficient, in our 
view, to continue this provision made years ago when 
it is no longer consistent with present circumstances. 
We would, therefore, recommend that the present 
limit of Rs. 750 on leave salary during half pay leave 
should be dispensed with altogether. 

19. Regarding commutation of half pay leave into 
leave on full leave salary, several unions and asso¬ 
ciations have demanded that the existing limit of 240 
days on commuted leave during the entire service of a 
Government servant should be removed. They have 
argued that Since it is only on medical grounds gene¬ 
rally that half pay leave/commuted leave is taken, 
this restriction adversely affects the Government ser¬ 
vant specially at a time when he is likely to be facing 
financial difficulties. We, feel that there is substantial 
force in this reasoning and we recommend that the 
present limit of 240 days on commuted leave during 
the entire service may be removed. The existing 
ceiling which is quite liberal must be coming into 


operation very rarely and perhaps only in cases Of loiig 
illness. Removing the limit will entail hardly any 
extra expenditure and will benefit mainly those suffer¬ 
ing from persistent illness. 

20. A few unions have also demanded that an 
employee should be able to avail of commuted leave on 
grounds other than on medical grounds also, particu¬ 
larly for pursuing courses of study. We feel that the 
balance of half pay leave earned by the employee 
should be viewed as a kind of insurance to be utilised 
in, times of illness and other compelling circumstanc¬ 
es. We are of the view that if the scope for having 
half pay leave commuted is widened unduly, it would 
only encourage employees of a particular type to 
exhaust all the half pay leave in their account. We 
feel, however, that commutation of half pay leave 
should be allowed where leave is required for an 
approved course of study considering the desirability 
of encouraging the Government employees to improve 
their qualifications which are considered useful for 
the Government also. We recommend that up to a 
maximum of 180 days of half pay leave during entire 
service should be allowed to be commuted where such 
leave is utilised for an approved course of study. 

21. Study leave is a special kind of leave grantee 
to Government servants in addition to their norma 
leave entitlements to enable them to undergo specia 
courses of study or specialised training in professiona 
or technical subjects closely connected with thei. 
sphere of work. In granting study leave, it is ensur 
ed that the proposed course of study or training woulc 
be of definite advantage from the standpoint of pub 
lie interest. Generally, study leave is not granted fo 
prosecuting studies in academic or literary subjects 
but an officer of the Indian Economic Service or tb 
Indian Statistical Service may be granted study leav 
for obtaining a doctorate and a medical officer ma 
be granted study leave for post-graduate study ij 
medical sciences on a certificate by the Director 
General of Health Services that it would be valuabl 
in increasing his efficiency. Ordinarily, study leav 
is not granted for more than 12 months at any on 
time and 24 months during the entire service. Th 
leave salary admissible during study leave is equal t 
that admissible during half pay leave, but a stud 
allowance is also admissible in addition which, if th 
study is pursued in India, is equal to half the dail 
allowance to which the officer is entitled and whic 
for foreign countries, in terms of sterling, is 12s (no' 
60 new pence) for Australia and New Zealand, 1( 
(now 80 new pence) for UK, £ 1 in the Europea 
countries and 30s (now £ 1.50) in the USA. 

22. The main demands regarding the provisions ( 
study leave are that the scope of subjects for whic 
study leave is granted should be widened, the perio 
for which the study leave can be availed of should l 
extended and full leave salary should be admissib 
during study leave. 

23. We are in general agreement with the approac 
that Government employees, particularly in the tecl 
nical and specialised branches, should be encourage 
to improve their professional qualifications and e: 
pertise. The activities of Government are becomii 
increasingly varied and complex and the civil servic 
personnel should be motivated to maintain a hif 
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standard of professional competence. In this context, 
the study leave rules can make an important contri¬ 
bution. Accordingly, we have analysed the existing 
provisions in order to identify such of them as dis¬ 
courage Government servants from pursuing useful 
courses of study, and to suggest liberalisation where 
necessary. At the same time, we cannot lose sight 
of the fact that during the period of study leave, no 
work is actually performed for the Government and 
that the period of study leave is not debited to the 
leave account. 

24. As regards the widening of the scope of study 
leave, we feel that the existing provisions are more 
or less adequate, but we would suggest that the 
special provisions made in the rules for officers of the 
Indian Economic Service, the Indian Statistical Ser¬ 
vice and medical officers should be extended to many 
more categories of specialists and technical personnel 
after due examination on the merits of each case. 

As regards the suggestion that the period for which 
study leave should be granted should be increased, 
we note that the existing rules already allow for 
combination of study leave with other kinds of leave 
subject to a total period of 28 months. We do not 
feel any change is called for in this regard. 

25. We are of the view that the provisions govern¬ 
ing emoluments need to be liberalised in order to 
encourage Government servants to pursue useful 
courses of study related to their sphere of functions. 
The existing provisions, under which a leave salary 
as on half pay leave is admissible in conjunction with 
a study allowance, is somewhat complicated and can 
be made simpler insofar as the study courses at insti¬ 
tutions in India are concerned. We suggest that for 
courses of study pursued in India, the emoluments 
during study leave should be regulated in the same 
way as during earned leave subject to the emoluments 
not exceeding the pay that the officer would have 
otherwise drawn had he remained on duty. We also 
suggest that no study allowance should be paid during 
this period. The Conference of Training held in 
1969, whose recommendations have been communi¬ 
cated to us by the Department of Personnel, had also 
suggested that the leave salary admissible during 
study leave should be the same as during earned leave. 

26. In the case of courses of study pursued abroad, 
it would be necessary to continue with the existing 
provisions as these are flexible and enable the cost 
of living in different countries to be taken into 
account. If salary as during earned leave is provided 
for study leave to be availed abroad, it would mean 
the virtual curtailment of this benefit insofar as the 
courses available in the foreign institutions are con¬ 
cerned. There are a number of highly specialised 
fields where facilities for study and further research 
are available only in a foreign institution. In such 
cases, it is in the public interest to enable Government 
servants, particularly the scientists and technicians, 
to utilise study leave provisions. Although officers 
are also being deputed to approved training courses 
abroad by the Government, the circumstances under 
which the Government decides to send a person on 
deputation are somewhat different from those under 
which study leave is granted; normally the criteria 


for deciding Cases of training on deputation afe 
stricter than for the latter. We* do not, therefore, 
recommend any change in the existing provisions re¬ 
lating to study leave availed outside India. The rates 
of the study allowance admissible in the foreign 
countries should, however, be reviewed by the Go¬ 
vernment from time to time to ensure that they do 
not reach such a level as to discourage officers from 
taking up useful courses of study abroad. 

27. We have also considered in this connection a 
proposal for the provision of sabbatical leave for the 
civil servants. We find that the provisions contained 
in the Study Leave Rules are already meeting to a 
large extent, the objectives which are sought to be 
achieved by the provisions of sabbatical leave. Accord¬ 
ing to information gathered by us, the system of 
sabbatical leave is yet to become prevalent in our 
universities. While the system has certain attractive 
features, we feel that in this matter the lead should 
come from the universities. Further, the estimates 
made so far indicate that the provision of sabbatical 
leave for the civil servants will be quite expensive and 
the expenditure. incurred on it might not be justified 
in relation to the priorities assigned to other elements 
of the Plan formulated for the advancement of edu¬ 
cation. With the liberalisation in Study Leave Rules 
proposed by us, there does not seem to be any need 
for the present to provide for sabbatical leave also 
under the Government. 

28. “Departmental Leave” is granted only to cer¬ 
tain classes of employees in the Survey of India and 
the Posts and Telegraphs Department. It affects cer¬ 
tain categories of Class III employees and the Class 
IV employees in the Survey of India attached to sur¬ 
vey parties with field and recess duties and to memb¬ 
ers of the seasonal staff in the Posts & Telegraphs. 
On the recommendations of the Second Pay Com¬ 
mission, provision was made in the Leave Rules that 
leave salary during departmental leave should not 
exceed half pay but should not be less than 10% of 
the pay on duty. The leave salary during depart¬ 
mental leave is, however, not payable unless the 
Government servant returns to duty when required 
by his superior officer, but in case of death of the 
Government servant, the leave salary due is paid to 
his heir. Departmental leave does not count as duty 
and the period for which leave salary is drawn is 
debited to the half pay leave account. 

29. The unions representing the employees in the 
Survey of India have represented that while Class III 
Government servants in the Survey of India who are 
sent on departmental leave are being given 50% of 
their pay, the Class IV employees are allowed only 
Rs. 10 per month plus an amount at the rate of Re. 1 
for each year of service and an additional amount 
ranging from Re, 1 to Rs. 3 for mates and from 
Rs. 3 to Rs. 5 for the Dafadars. They have demand¬ 
ed that there should be no distinction between the 
employees in Class III and those in Class IV and that 


*Prof. A.K. Das Gupta feels that the provisions for leave 
for study abroad should not be different from what they are 
for study at institutions in India. He is of the view that in¬ 
dividual applications for leave for study abroad should not 
be given any special encouragement, since there is already 
a provision for deputation for study abroad. 
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leave salary during departmental leave should be 
75% of pay, and it should be payable every month. 
They have also demanded that the period of depart¬ 
mental leave should not be debited to the halt pay 
leave account. The Surveyor General has suggested 
that the disparity between Class III and Class IV 
employees should be removed and they should both 
be allowed 50% of their basic pay and this leave 
salary should be paid to them every month during 
departmental leave and not only on their reporting 
back on duty. When these rates were originally fixed, 
the guiding consideration was to provide such rates 
as were adequate to make the employee stick to his 
appointment and to ensure his return to duty as and 
wfien required and prior to the report of the Second 
Pay Commission these rates were being fixed ad hoc 
taking local conditions and departmental requirements 
into account. We are aware that the leave salary 
paid during departmental leave is only a kind of re¬ 
taining fee, that it is quite different from the leave 
salary allowed to other employees during earned 
leave, and a person can take up other employment 
during departmental leave. We, therefore, do not 
consider it necessary to increase the maximum limit 
of 50% prescribed today, but as regards the minimum 
of 10%, our feeling is that it is somewhat on the low 
side, especially during the early part of departmental 
leave during which period the employee might not be 
able to secure alternative employment. While we do 
not wish to suggest any amendment in the Leave 
Rules as it is difficult for us to anticipate the local 
conditions in different areas, we feel that the Depart¬ 
ments concerned should review the position and allow 
from 10% to 25% of pay. We agree with the Sur¬ 
veyor General that not paying the leave salary during 
departmental leave every month causes hardship to 
the Government servant. The only justification for 
making such a provision seems to be to induce the 
Government servant to report back on duty after the 
departmental leave as the failure to do so would result 
in loss of the leave salary accumulated during the 
entire period of departmental leave. We are of the 
view that a balanced approach should be adopted bet¬ 
ween these two conflicting considerations and the 
policy should be to pay the leave salary on a monthly 
basis for the first three months because it is during 
this period that the hardship experienced would be 
the greatest. Thereafter, the leave salary should be 
payable when the Government servant returns to duty. 
Finally we feel it is not just to set off the period 
of departmental leave for which leave salary is paid 
against the employee’s credit of half pay leave. The 
existing provision simply results in denying the benefit 
of half pay leave earned by the Government employee 
during the period of duty and considering that the 
departmental leave is granted in public interest and 
not at the request of the Government servant, this 
provision is not fair and we recommend that it should 
be deleted from the Leave Rules. However, for pur¬ 
poses of calculating the amount of half pay leave due, 
“year” should be construed, not as meaning a cal¬ 
endar year in which duty is performed but as twelve 
months of actual duty. 

30. A female Government servant can be granted 
maternity leave for a period of three months from 
the date of its commencement or to the end of six 


weeks from the date of confinement whichever be 
earlier. During the period of maternity leave the 
leave salary is equal to the pay drawn immediately 
before proceeding on leave. This is a special kind 
of leave which is not debited to the leave 
account. Under the existing provisions, no limit has 
been prescribed on the number of times this leave can 
be availed of. We find that in the year 1967, orders 
were issued by the Government that maternity leave 
should not be granted in case the applicant has three 
or more living children at the time the leave was 
applied for, but these orders were withdrawn soon 
afterwards and never implemented. We feel that the 
orders issued in 1967 was reasonable and also consis¬ 
tent with the policy of Government in the area of 
family planning. We recommend that the Leave Rules 
should be amended to specify that a female Government 
servant should be granted maternity leave only if she 
has less than three living children at the time of appli¬ 
cation for such leave. 

31. As regards other kinds of leave like leave not 
due, special disability leave, hospital leave, seamen's 
sick leave, and quarantine leave, we have not received 
any worthwhile suggestion and we do not suggest any 
change in regard to them as the existing provisions 
seem to be satisfactory. 

32. Finally, we may discuss a demand that has 
been almost universally made before us in connection 
with leave to the effect that the Central Government 
employees should be allowed to encash earned leave 
more or less in the same way as the employees of 
the State Governments of Kerala, Tamil Nadu, Mysore, 
Andhra Pradesh and Maharashtra are allowed. Some of 
the public sector undertakings and private firms are 
also allowing the benefit of encashment of a portion 
of leave. Taking note of the schemes introduced by 
the State Governments in this regard, the Comptroller 
and Auditor General commended the adoption of a 
similar scheme to the Central Government in 1969. 
The matter was still under consideration when this 
Pay Commission was constituted and Government re¬ 
mitted this proposal for our consideration. We find 
that a similar demand made before the Second Pay 
Commission* was rejected by them on the ground that 
“leave allowances are not even remotely intended to 
serve as a means of supplementing an employee’s earn¬ 
ings and we are of the view that encashment of any 
portion of earned leave should not be allowed.” 

33. We have examined the provisions of the scheme 
of leave encashment prevailing in some of the States 
and find that generally an employee can encash a 
portion of earned leave equivalent to the amount 
of leave actually availed of by him—both the enjoyed 
and encashed leave being debited to the leave account 
—though some exemptions from this provision in 
certain circumstances are allowed by one or two State 
Governments. Usually the employee has to take lea,ve 
for a certain minimum period to become entitled to 
encash an equal amount of leave. Only earned leave 
due can be encashed. 


"’Paragraph 17 of Chapter XXXVI of its Report (page 
429). 
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34. The reasons urged before us in support of this 
proposal are as follows :— 

1. Many non-Government organisations and five 
State Governments have already extended this bene¬ 
fit to their employees without experiencing any diffi¬ 
culty or mucn financial burden. 

2. The present circumstances are such that most 
Government employees are not able to move out 
of their place of posting during leave because of the 
high expenditure on travel and on the arrangements 
necessa,ry for temporary stay at an outside station. 

3. Allowing encashment of a portion of leave 
only when the employee actually proceeds on leave, 
will encourage those employees to take rest from 
their duties who do not generally proceed on leave 
and stay at their post for long periods. This would 
also help improve their efficiency. 

4. If leave is allowed to be encashed only when 
an employee proceeds on leave for a minimum 
period of say three weeks or a month, it would en¬ 
sure that employees do not avail of leave for short 
spells and at frequent intervals. 

5. Since leave encashed will also be deducted from 
the leave account, very few of the employees would 
be in a position to take leave for periods of 2 months 
or more. Thus, there would be fewer occasions when 
it would be necessary to make officiating arrange¬ 
ments and some saving would occur to Government 
thereby. 

35. We have examined the feasibility of introducing 
the scheme of leave encashment for Central Govern¬ 
ment employees and find that it will create problems 
because of certain conditions peculiar to the 
Central Government. We have been informed 
that it would not be practicable to introduce 
such a Scheme for the Armed Forces per¬ 
sonnel. In the case of certain essential services run by 


the Central Government, it Would not be possible to 
allow people to proceed on leave without making al¬ 
ternative arrangements on the operational posts. The 
saving anticipated on the ground that officiating 
arrangements would be avoided would thus not mate¬ 
rialise in the case of certain major departments. We 
were informed by at least one State Government 
which has gained experience of the working of the 
scheme of leave encashment that on the whole the 
scheme has worked well and after an initial rush of 
applications for leave and encashment of leave, the 
situation has normalised. Many of the witnesses also 
supported this measure, but some of the senior civil 
servants were not in favour and they expressed doubts 
about the workability of this scheme in departments 
managing essential services like the Railways and 
P&T. 

36. We are also not convinced of the rationale of 
allowing a benefit ffice leave to be ‘encashed’. We 
are thus unable to accept the proposal for allowing 
the employees to encash a portion of their leave. 

37. We have received a suggestion that the employee 
should be allowed to encash the leave due to him on 
the date of superannuation, and if the employee dies 
in harness an amount equal to the leave salary for 
the period of earned leave to his credit should be 
paid to his family. We would not favour a general 
provision for the encashment of leave due on the date 
of retirement for it would encourage employees to 
accumulate 4 month’s leave during the last years of 
their service—usually, to the detriment of their own 
health and of the efficiency of the public services. As 
regards the leave standing at the credit of an employee 
who dies while in service, we feel that the cash equi¬ 
valent of the leave salary that he would have got had 
he gone on earned leave on the date of death should 
be given to his family subject to a maximum of leave 
salary for 120 days, and we recommend accordingly. 
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CHAPTER 63 


MEDICAL FACILITIES 


The Central Government civilian employees are 
provided medical facilities under the following 
schemes :— 

(i) Central Government Health Scheme 
(CGHS) 

(ii) Medical Reimbursement Scheme under the 
Central Services (Medical Attendance) 
Rules, 1944. 

(iii) Railway Medical Scheme 

The Railway Medical Scheme and the Medical Re¬ 
imbursement Scheme respectively account for 13.99 
and 14.34 lakh employees, while the CGHS accounts 
for tfte rest, that is, about 1.49 lakhs. 

2. The benefits admissible under the CGHS and 
the Railway Medical Scheme are essentially similar in 
that both provide for free medical aid including out¬ 
door treatment, supply of drugs and hospitalised and 
specialised treatment by whole-time medical staff 
mostly at hospitals and dispensaries maintained exclu¬ 
sively for the beneficiaries. There are, however, certain 
differences between the two schemes, the most notable 
being that the Central Government Health Scheme is 
contributory while the Railway scheme is non-contri¬ 
butory; the definition of ‘family’ on the Railways is 
more liberal as it includes minor brothers and sisters of 
employees subject to the father not being alive; and 
domiciliary visit to attend on the family members is 
free in the Central Government Health Scheme but has 
to be paid for in the case of the Ra,ilways. 

3. The Medical Reimbursement Scheme which too 
is non-contributory covers the Central Government 
employees other than those governed by the Central 
Government Health Scheme and the Railway Medical 
Scheme. The medical coverage under the reimburse¬ 
ment scheme is broadly comparable to that available 
under the Central Government Health Scheme and 
the Railway Medical Scheme except that no separate 
medical institutions or medical staff are maintained for 
the employees governed by the reimbursement scheme 
and they are dependent on State Government or reco¬ 
gnised hospitals for indoor treatment and on State 
Government medical officers who are declared as 
Authorised Medical Attendants (AMAs) for out-door 
treatment. Arising from this difference in the insti¬ 
tutional arrangement, the employees have to incur ex¬ 
penditure initially on purchase of medicines as well as 
for examination, treatment etc. by Authorised Medical 
Attendants or at authorised hospitals and claim reim¬ 
bursement later. The Central Government staff sta¬ 
tioned at Calcutta (other than Railway staff) are also 
governed by the medical reimbursement scheme. 


However, Class 111 & IV staff and gazetted officers 
Cl. II whose basic pay is less than Rs. 500 per month 
are entitled to receive treatment from private medical 
practitioners (allopaths only) who are recognised as 
Authorised Medical Attendants for the purpose. 

4. The Central Government Health Scheme is the 
most popular scheme for providing medical facilities. 
It has been in operation in Delhi, Bombay and Allaha¬ 
bad for some years and has recently been extended 
to Meerut, Kanpur and Calcutta. A few more cities 
( viz. Madras, Nagpur etc.) are proposed to be cover¬ 
ed during the current Plan period. Its extension to 
other places where there is a concentration of emplo¬ 
yees has been generally sought by the employees’ 
associations. The main impediments in the way of 
rapid expansion of the Central Government Health 
Scheme are stated to be lack of concentration of Cen¬ 
tral Government employees in certain localities, reluc¬ 
tance on the part of the qualified medical and para¬ 
medical staff to serve anywhere in India, difficulty in 
getting suitable accommodation for locating Central 
Government Health Scheme dispensaries, clinics and 
other facilities and the exiguous financial resources. 
We feel that these difficulties though real, are not like¬ 
ly to prove insurmountable. In view of the importance 
of proper medical facilities for the well-being of Cent¬ 
ral Government employees and its bearing on the 
efficiency of Government servants and in view also of 
the large-scale abuses to which the medical reimburse¬ 
ment scheme is liable, we feel that there is an urgent 
need for pushing ahead with the extension of the Cent¬ 
ral Government Health Scheme as vigorously as possi¬ 
ble. We accordingly recommend that the Central 
Government Health Scheme should be extended to 
other cities and towns on a priority basis. 

5. The more important of the demands made for 
improving the working of the Central Government 
Health Scheme are that there should be separate and 
exclusive hospitals for Central Government Health 
Scheme beneficiaries; ambulance service should be 
available in each dispensary; employees should have 
the freedom to purchase from the market medicines 
which are outside the approved formulary or which 
may be out of stock for the time being and get the 
cost reimbursed; and the Central Government Health 
Scheme should be made non-contributory. 

6. We do not favour setting up hospitals exclu¬ 
sively for the Central Government employees as we 
feel that it would not be correct to protect Govern¬ 
ment employees alone from the difficulties arising 
from congestion in hospitals and shortages of medical 
staff, equipment, drugs etc. This is not, however, to 
deny that there may indeed be a case for improvement 
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Of existing medical facilities at places coveted by the 
Central Government Health Scheme. We, therefore, 
suggest that the facilities at present provided under the 
Central Government Health Scheme should be improv¬ 
ed. 

7. The provision of ambulance service in each dis¬ 
pensary would be uneconomical and wasteful and the 
present system of pooling of ambulance service in the 
hospitals so as to ensure maximum utilisation should, 
therefore, continue. Permission for direct purchase 
by employees of medicines which are out of stock or 
outside the approved formulary has been demanded 
on the ground that the procedure for local purchase 
of such medicines by the dispensaries is time-taking. 
We suggest that Government should review the proce¬ 
dure to make it more expeditious and delegate more 
powers, if necessary, for the purpose to the medical 
officers in charge of dispensaries. 

8. The demand that no contribution should be 
charged from Central Government Health Scheme 
beneficiaries has to be examined in the context of the 
following facts. The existing scale of contribution is 
very nominal ranging from one-third to three-fifths of 
1% of pay. These rates were fixed in 1954' when the 
scheme was first introduced and have not been revis¬ 
ed since, even though there has been a more than 
three-fold increase in the annual net expenditure per 
employee in the Central Government Health Scheme 
from Rs. 39.33 in 1957-58 to Rs. 143.42 in 1970-71 
and the expenditure can be expected to keep on increas¬ 
ing in the future also. The scale of contribution 
under the Central Government Health Scheme is 
lower than that under the Employees State Insurance 
Scheme. These considerations do not justify a change in 
the contributory character of the scheme. On the other 
hand, they would justify an increase in the existing 
rates of contribution. We have, however, refrained 
from suggesting this course mainly because medical 
attendance and treatment is one of the important 
fringe benefits enjoyed by Government employees, 
particularly those in the low pay ranges. We accord¬ 
ingly recommend that the contributory basis of the 
scheme as also the existing rates should be maintain¬ 
ed. 

9. A number of demands have been made for 
liberalisation of the existing provisions in regard to the 
medical reimbursement scheme in one form and an¬ 
other. Some of these demands have been directed at 
wha,t are considered to be the restrictive and trouble¬ 
some features of the scheme. Some other demands 
have been made in the name of simplification of cer¬ 
tain procedures for which there is probably some room. 
The main demands are: all the registered private 
medical practitioners including practitioners of indige¬ 
nous systems of medicine should be recognised as 
Authorised MedicaJ Attendants; the restriction that 
medicines should be purchased only from approved 
chemists should be removed; the period of treatment 
by an Authorised Medical Attendant for each ailment 
should be increased from 10 to 20 days; advances 
should be admissible for out-door medical treatment 
also; industrial employees with less than one year’s 
service should also be entitled to the benefits of this 
scheme; consultation/visiting fees charged by the 
Authorised Medical Attendants should be reimbursed 


in full; diet charges should not be charged from indoor 
patients and cost of dentures, spectacles, hearing aids 
etc. should be reimbursed. 

10. We are not in favour of the demand for declar¬ 
ing all doctors as Authorised Medical Attendants as 
reimbursement of the cost of medicines is made on the 
certificates given by the Authorised Medical Attendants 
and a certain amount of Government control is 
obviously necessary. It would follow that the Govern¬ 
ment should be free to replace or debar an Authorised 
Medical Attendant according to the circumstances. 
We would, however, recommend that in rural and 
other areas not adequately served by State Government 
Authorised Medical Attendants, certain selected regis¬ 
tered medical practitioners may be declared as Autho¬ 
rised Medical Attendants. In our view this would be 
an improvement on the existing arrangement in Calcutta 
of permitting all registered private practitioners to 
function as Authorised Medical Attendants. The State 
Governments are encouraging indigenous systems of 
medicine and have opened Government Ayurvedic/ 
Unani/Homoeopathic dispensaries. We, therefore, think 
that there should be no bar to declare the practitioners 
of indigenous systems of medicine as Authorised Medi¬ 
cal Attendants provided they are in Central or State 
Government employment. Employees shoulcUhave the 
option to consult them and claim reimbursement. , 

11. Under the existing rules, medicines must be 
purchased only from Government fair price shops/co¬ 
operative stores run by Central Government/State 
Governments/local bodies where such shops exist 
within a radius of two kilometres from the residence 
of the Government servants; failing this, the medicines 
must be purchased from the approved chemists. These 
restrictions were introduced to prevent abuses and we 
are, therefore, una,ble to agree to the employees’ 
demand in this regard. 

12. The employees’ unions have demanded that in 
the context of the employees’ inability to meet the 
expenses initially from their own resources pending 
reimbursement by Government, medicines prescribed 
by Authorised Medical Attendants should be allowed 
to be supplied on credit by Government dispensaries, 
hospitals, or approved shops and payment should be 
made directly by the Government. A linked proposal 
is that there should be direct settlement of accounts 
between the hospital authorities and the Government 
for medical examination and treatment in the hospitals. 
Acceptance of these suggestions would lead to a lot 
of unnecessary administrative work, rather we feel 
that the remedy lies in expeditious settlement of reim¬ 
bursement claims. Advances are already admissible 
for treatment as in-pa,tients in the hospitals and to 
out-patients suffering from T.B. etc. Employees draw¬ 
ing pay not exceeding Rs. 750 per month are eligible 
for the advance which is limited to 4 months’ pay or 
Rs. 500. These provisions seem to us to be adequate. 

13. Exception has been taken by the employees to 
the present limit of 10 days for medical attendance at 
the consulting room of an Authorised Medical Atten¬ 
dant or at the residence of the patient. The reason 
for this restriction is that if a patient cannot be cured 
within 10 days it is but proper that he should be 
referred to a hospital where specialist facilities are 



available. This is a salutary and reasonable provision 
and should continue. 

14. We are in sympathy with the demand that indus¬ 
trial employees with less tnan one year's service should 
also be entitled to the benefits of this scheme. This 
restriction does not apply to industrial staff in Railways 
and those in Delhi governed by the Central Government 
Health Scheme. We, therefore, suggest that the indus¬ 
trial and work-charged staff should be entitled to the 
same medical facilities as are available to non-industrial 
employees and on the same terms and conditions. 

15. The justification for the demand for full reim¬ 
bursement of the consultation/visiting fees charged by 
the Authorised Medical Attendants appears to be that 
these fees have gone up considerably and consequently 
employees have themselves to bear the difference 
between the actual fees and the amounts reimbursible 
under the rules. It appears that the existing rates were 
fixed long ago. The Government should review the 
position and fix the rates keeping in view the present 
day conditions. 

16. At present, diet charges paid to hospitals by 
Central Government servants and members of their 
families during the course of their treatment as in-door 
patients are reimbursed in full provided the pay of the 
Government servants concerned is not more than 
Rsf380 per month in the case of patients suffering from 
Tuberculosis and Mental Diseases and Rs. 180 per 
month in the case of patients suffering from other 
diseases. In our view, the existing pay limits are quite 
reasonable and do not call for revision. The revised 
pay limits in the new scales of pay, for reimbursement 
of diet charges, should be Rs. 640 in the case of 
patients suffering from Tuberculosis and Mental 
Diseases and Rs. 400 in the case of patients suffering 
from other diseases. 

17. We do not also think that there is a,ny justifica¬ 
tion for reimbursement of the cost of dentures, specta¬ 
cles and hearing aids as we do not wish to add to the 
financial commitment of the Government. 

18. The Administrative Reforms Commission in its 
report on Personnel Administration (Recommendation 
No. 63) suggested that in order to reduce the scope 
for abuse-in the medical reimbursement scheme a suit¬ 
able monetary ceiling (in a month or in a year) should 
be fixed for reimbursement of medical expenses. We 
feel that the remedy for the bogus claims should not 
be such as would put innocent employees to unneces¬ 
sary hardship. The abuses should be prevented by 
meting out exemplary punishment to those found 
guilty—whether Authorised Medical Attendants or 
employees or chemists—and by other measures. A 
system of selective review of medical reimbursement 
claims beyond a certain monetary limit could also be 
introduced with advantage. 

19. A proposal that has been strongly pressed before 
us by several employees’ associations is that the medical 
reimbursement scheme may be partially replaced by 
the grant of a fixed medical allowance for out-door 
treatment while continuing the existing facilities in re¬ 
gard to indoor treatment. The rates of fixed medical 
allowance which have been proposed vary from 5% 
to 30% of pay or from Rs. 10 to Rs. 100 per month. 
It has also been suggested that the employees should 


have the freedom of choice between the fixed medical 
allowance and the medical reimbursement scheme. The 
benefits claimed for granting a nxed medical allowance 
are :— 

(a) In small towns and villages no Authorised 
Medical Attendant is available in the vicinity 
and the staff at present get no reimburse¬ 
ment for treatment taken from available 
sources. 

(b) It will enable staff to take advantage of 
cheaper indigenous systems of treatment, if 
desired. 

(c) A beneficiary will have a psychological ad¬ 
vantage that he can go to a doctor or chemist 
of his choice. 

(d) Much of the clerical work involved in scru¬ 
tiny and payment of medical reimbursement 
claims would be avoided. 

As far as we know, a fixed medical allowance is at 
present being granted only by the Government of West 
Bengal among the State Governments and by the Life 
Insurance Corporation among the Public Sector Under¬ 
takings. The rate of the allowance granted by the 
West Bengal Government is Rs. 8.35 per month or 
Rs. 100 per annum. In addition, employees are entitled 
to free in-door or out-door treatment in Government 
hospitals for themselves and their families. The Life 
Insurance Corporation also is paying a similar allow¬ 
ance at the rate of Rs. 100 per annum. Besides the 
additional financial implications the main objection 
against this proposal is that Government servants, 
particularly in the low pay ranges are likely to use this 
allowance to meet their day-to-day expenses and the 
money may not be available when they need it for the 
purpose for which it is intended. We are thus led to 
conclude that the proposal for the grant of a fixed 
medical allowance would not subserve the purpose be¬ 
hind it and we do not therefore recommend it. 

20. Another suggestion is that a group medical 
insurance scheme should be introduced for the Cen¬ 
tral Government employees. At our request, the Life 
Insurance Corporation worked out the outline of a 
group medical insurance scheme. According to this 
scheme there will be limits placed on the maximum 
amount of expenditure within which benefits can be 
availed of for various types of ailments. Besides, an 
initial expenditure for each ailment will have to be 
borne by the employee and the expenditure above this 
limit only would be reimbursible. The definition of 
‘family’ under the insurance scheme would also be 
restrictive as it would be confined to the Government 
employees and his spouse and children, whereas under 
the existing rules parents are also entitled to medical 
facilities. The premium which will have to be paid 
by the Government also appears to be high. In view 
of the restrictive conditions that will be attached to 
any scheme of group medical insurance and its prohi¬ 
bitive cost we have come to the conclusion that this 
approach will not be feasible. 

21. The Railway Federations have forcefullv brought 
to our notice the inadequacy of medical facilities along 
branch lines and at way-side stations and have asked 
for the facility of treatment by private doctors or at the 
nearest recognised hospitals, and subsequent reimburse- 
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ment of medical expenses incurred. We feel that the 
difficulties of railway employees at way-side stations in 
getting medical treatment are genuine and recommend 
that they should be allowed to avail of the facilities 
available at the nearest recognised hospitals without 
the prior approval of the Authorised Medical Atten¬ 
dant, and to get reimbursement on the certificate of 
the medical officer in charge of the hospital. In addi¬ 
tion, in the rural areas and at way-side stations and 
along branch lines where there may be no recognised 
hospitals at a reasonable distance (say 8 kms.) from 
the residence of a railway employee, a scheme of 
empanelment of private doctors may be introduced for 
consultation and treatment. Medical reimbursement 
may also be allowed in such cases but the period of 
treatment from such doctors for each disease may be 
limited to 3 days only. It should be possible for the 
Railway employees to contact a Railway medical officer 
within this period. 

22. Under the Central Government Health Scheme 
and the medical reimbursement scheme, definition of 
‘family’ for medical facilities is spouse, children and 
parents living with and dependent upon the Govern¬ 
ment servant. The definition of ‘family’ -on the Rail¬ 
ways for the purpose of medical facilities includes 
spouse, children, mother if widow, unmarried and 
widowed sisters and brothers below 21 years of age if/ 
father is not alive provided all of them are dependent 
upon and living with the Railway employee. It has 
been demanded that the father also should be entitled 
to get medical facilities. The Railway definition of 
‘family’ is in some ways more liberal as it includes 
minor brothers and unmarried/widowed sisters. But 
in another sense it is less liberal since an employee’s 
father is not treated as a dependent. If the employee’s 
father is alive, even his mother and minor brothers 


and unmarried/widowed sisters are not treated as 
dependents. We do not consider it necessary to have 
uniformity in regard to the definition of family under 
the Railway Medical Scheme and the Central Govern¬ 
ment Health Scheme/Medical Reimbursement Scheme. 
We consider that the existing practice may continue. 

23. We have given particular thought to a proposal 
for prescribing a compulsory periodical medical check¬ 
up for Government employees beyond a specified age 
as part of comprehensive health care. Such a scheme, 
in our opinion, will be in the interest of the employees 
as well as of the Government. The advantages will 
be two-fold. The employees would get timely atten¬ 
tion and incipient diseases could be treated promptly. 
It may even mean all the difference between reason¬ 
able health and total incapacitation or even death. The 
Government would be able to improve the standard of 
physical fitness and, therefore, the efficiency of its 
employees. We accordingly suggest that all the Central 
Government employees may be subjected to a compul¬ 
sory medical examination at the ages of 40, 45 and 
50. Thereafter, they should undergo such an exami¬ 
nation at intervals as recommended by the Ministry 
of Health. We appreciate that such a scheme may 
involve additional expenditure to the Government but 
the benefits that will accrue to the Government as well 
as the employees would make the expenditure worth¬ 
while. 

We suggest that a beginning may be made by ex¬ 
tending the scheme to the employees covered by the 
Central Government Health Scheme. The Railway 
and Ordnance Factories may also cover such of the 
employees as are posted at places having hospitals run 
by the Central Government. Depending on the results 
and the response of the staff the scheme could be 
extended gradually to cover all the employees. 
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CHAPTER 64 


STAFF AMENITIES 


I. Uniforms, Protective Clothing, and Protective 
Accessories 

Uniforms are being supplied at Government expense 
to most of the Class IV staff (except a few categories 
like the gardeners, water-carriers and gangmen), and 
to some selected Class III categories like the postmen 
and linemen in the Posts and Telegraphs Department, 
and the Station Masters, guards, ticket collectors, etc., 
in the Railways. Protective clothing such as water¬ 
proofs a,nd warm overcoats are also issued in certain 
specified localities. Protective accessories such as gum 
boots, boiler suits, goggles and gauntlets are being 
issued to the specified categories whose duties require 
the issue of these accessories. 

2. The principle is that uniforms etc. should be 
supplied by the Government only in those cases where 
their use is essential for the efficient discharge of their 
duties by certain classes of staff, and not as a general 
amenity or a perquisite. These are thus generally 
issued so that the public and the superior officers should 
be able to readily identify the staff whose duties in¬ 
volve continuous public contact or whose official posi¬ 
tion must be known if they are to function smoothly 
and effectively. Protective garments and accessories are 
provided either as a protection against inclement 
weather for those who work out-doors or against 
hazards such as are encountered in factories etc. 

3. In 1970-71 the total expenditure on uniforms 
etc., of the Central Government has been estimated at 
Rs. 4.38 crores which is distributed as follows :— 


Railways 

. Rs. 2-28 

crores 

P&T . 

. Rs. 1 -32 

crores 

Others . 

. Rs. 0-78 

crores 

Total . 

. Rs. 4-38 

crores 


The Railways and the P&T have laid down the scale 
and style of supply applicable to the different categories 
peculiar to those departments. The Ministry of Home 
Affairs (now the Department of Personnel) has issued 
similar instructions in respect of other departments. 
The cloth used for fabricating the uniforms 1 is Khadi. 
Some exceptions have been made in respect of the 
uniforms given to certain categories of Railway staff 
such as Station Superintendents, Ticket Collectors, 
Travelling Ticket Examiners, Conductor-Guards, etc., 
who are issued with uniforms made of mill-cloth. 
Also where special clothing is called for and Khadi 
material of suitable quality is not manufactured the 
use of mill-cloth has been permitted. There is some 


variation in the number of sets of uniforms supplied 
as well as the style of stitching as between one depart¬ 
ment and another and between different categories 
within the same department. The scale of supply, the 
frequency and the type of uniforms supplied and the 
cloth used—cotton or woollen—are also dependent on 
the climatic conditions which normally obtain in 
different localities. 

4. Uniforms are stitched according to certain stand¬ 
ard sizes. The Railways have adopted only six 
standard sizes, while the P&T department has evolved 
twelve. The measurements of the employees are taken 
periodically to determine the size of the uniform which 
would fit them. 

5. Those who receive uniforms, etc., are also given 
a washing allowance of Rs. 2 per month. Exceptionally 
staff-car drivers and Jamadars in attendance on 
Ministers and on officers of and above the rank of 
Joint Secretary receive a higher allowance of Rs. 2.50 
per month. While the Nursing staff in the P&T receive 
Rs. 4 per month, similar staff in the Ministry of Health 
and in the Railways receive Rs. 4.50 and Rs. 5 per 
month, respectively. 

6. The various associations have voiced several 
complaints about the present arrangements and have 
generally made the following demands :— 

(i) Mill cloth should be used for the fabrication 
of all uniforms. Khadi cloth is unsuitable 
for the fabrication of uniforms since it is 
difficult to keep clean. Uniforms made of 
Khadi do not give a smart appearance. 

(ii) The scale of supply should be increased and 
some more categories of staff should be 
made eligible for the supply of uniforms. 

(iii) The washing allowance is inadequate and 
should be increased to Rs. 5 per month. 

(iv) The present arrangements for stitching are 
dilatory and unsatisfactory and often result 
in the supply of ill-fitting cloth. Uniforms 
must be stitched not according to certain 
standard sizes but after taking individual 
measurements. Alternatively, each employee 
should be given a kit allowance and permit¬ 
ted to have his uniforms stitched on his own. 

7. It is understood that the question whether Khadi 
or Mill-made cloth should be used for making uniforms 
of Government employees has been decided on broader 
consideration of policy. We have, however, no specific 
recommendation to make on this question, except to 
bring to the notice of the Government, the views ex¬ 
pressed by a large section of the employees in this 
matter. 
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8. We understand that the major Departments are 
already aware of the complaints about unsatisfactory 
tailoring arrangements, the resultant ill-fitting uniforms 
and the delay in supplying them. Some remedial action 
has also been taken by them. The Posts and Tele¬ 
graphs Department had set up an internal committee 
called the Committee of Standard Sizes of Uniforms in 
1968 and its report was submitted in the same year. 
The various suggestions made by that Committee would, 
if implemented, resolve much of the difficulty experi¬ 
enced by the P&T staff in obtaining well fitting uni¬ 
forms. The Railways had also set up an Uniforms 
Committee in 1969 which submitted its report in 1970. 
Some of the observations made by that Committee lend 
credence to the complaints made by the staff federa¬ 
tions, The Committee observed— 

“Supplies are not received on the due dates. Uni¬ 
forms received from the Stores Depots are often 
dumped in small congested rooms at stations and 
staff are allowed to pick up their uniforms. Those 
who come first pick up the largest size available, 
with the intention of altering the uniform to suit 
their sizes, with the result those who arrive later 
are left with no other alternative but to take the 
smaller sizes which do not fit them even after altera¬ 
tion.” 

The Committee has suggested that measurements should 
be taken regularly everv three years of each employee 
entitled to receive uniforms and orders placed at the 
time of stitching for the correct size of the uniform. 
Since this matter has been brought to the notice of 
the Railway Ministry, we hofpe that that Ministry would 
take the necessary measures to remedy the defects. 

9. The question of uniforms seems to be engaging 
the attention of Government continuously and efforts 
are made to satisfy the justifiable demands of the em¬ 
ployees. The National Council under the Joint Con¬ 
sultative Machinery Scheme, provides another and 
permanent forum where this question has been dis¬ 
cussed and with some success. We feel that changes 
in the existing scales and standards of supply as also 
.in the amount of washing allowance, are matters which 
can be more appropriately settled by the Government 
in consultation with the staff. In view of the existence 
of a satisfactory machinery for these purposes, we 
would not make any specific recommendations on these 
demands made by the employees’ associations. 

10. We would however like to draw the attention 
of the Government pointedly to the need for ensuring 
the timely supply of uniforms of the proper fit. Delay 
in supply is a genuine grievance and unless this is 
remedied, it would be difficult to enforce the regula¬ 
tion that uniforms shall be worn by the specified cate¬ 
gories while on duty and consequently the very pur¬ 
pose of supplying uniforms may be defeated. Like¬ 
wise, the supply of ill-fitting uniforms would be a dis¬ 
incentive to wearing them, A smartly cut and clean 
uniform does much to create an impression of efficiency 
and service. Conversely, ill-fitting and badly kept 
uniforms can harm the imaee of a governmental orga¬ 
nisation. specially of a public utilitv service such as 
the Railways or Posts and Telegraphs. The demand 
that a kit allowance be given in lieu of government 
supply arises partly out of these deficiencies. ' The 
demand, however, seems to be unjustified. Uniforms 


have inherently to have a certain uniformity about 
them, of colour, texture, as well as style. It would be 
impossible to ensure any of these qualities if each 
employee is allowed to have his uniform fabricated 
privately. At present the cloth is being purchased cen¬ 
trally through the Director General of Supplies and 
Disposals and uniforms are fabricated by tailors on the 
basis of competitive bidding. This advantage would be 
lost if each employee is individually to buy cloth and 
get it stitched. The major exception made in this 
regard now is in respect of uniforms for the nursing staff 
who' have been given an allowance in lieu of uniforms 
at rates varying from Rs. 75 to Rs. 150 per annum, 
depending on the grade. In this case, however, the 
exception appears to be justified in view of the diffi¬ 
culty in evolving standard sizes for these uniforms and 
in any case the exception pertains to a small number 
of staff i.e„ about 5,500 only. Even for such staff, 
instead of giving an uniform allowance the Govern¬ 
ment may, examine the feasibility of supplying the 
special grades of cloth (cotton, woollen, or synthetic) 
and sanctioning an amount towards tailoring charges, 
leaving it to the officials to have their uniforms stitched 
in conformity with the regulations. This alternative 
arrangement may also be useful for other categories 
of staff where the numbers are relatively small, the 
staff is dispersed, and the standard of tailoring required 
calls for individual measurements. This concession 
would not however, be justified in other cases. 

II. Canteen Facilities 

11. Provision of Canteens forms a part of the staff 
welfare activity of the Government. Departments 
which have industrial establishments under them, 
have a statutory obligation under the Factories Act. 
to provide canteen facilities in accordance with the 
rules framed by the concerned State Government. For 
the other employees the Government has on its own 
made provisions. 

12. The Railways, Posts and Telegraphs and the 
Defence Ministry have issued separate orders in regard 
to the provisions of canteen facilities in those depart¬ 
ments. For the employees working in the other de¬ 
partments of the Government of India, the Ministrv 
of Home Affairs (now the Department of Personnel) 
has laid down norms for providing canteen facilities. 
In the orders issued by the Department of Personnel, 
canteens and tiffin rooms have been classified as 
follows:— 


Canteens/Tiffin Rooms 

Category 

No. 

of Employees 

Canteen 

A 

for 

700—1200 


B 

for 

500—699 


C 

for 

250-499 


D 

for 

100—249 

Tiffin Rooms 

A 

for 

50—99 


B 

for 

25—49 


Till recently an interest free loan was being granted 
up to a limit of Rs. 5000, for the purchase of stores, 
utensils, and other cooking equipment. This has now 
been changed to an outright grant. A subsidy to 
meet the cost of establishment at the rate of 50% in 
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respect of canteens and 100% in the case of tiffin 
rooms is also admissible. A nominal rent of rupee 
one per mensem has been fixed towards rent of the 
canteen accommodation. Accommodation for hous¬ 
ing the canteen may also be hired wherever necessary. 
Provision has also been made for the fitting of ex¬ 
haust fans, gas cooking ranges with hoods and for a 
separate place for washing and claiming, as well as for 
a separate store room. Grants to cover the cost of 
suitable initial equipment aje made as indicated 
below :— 


Type of canteen 

For 

equipment 

For Furniture* 

Kitchen 
utensils 
& 

crockery. 

Total 

1 

2 

3 

4 

5 


Rs. 

Rs. 

Rs. 

Rs. 

A 

10,000 

2,500 

5,000 

17,500 

B 

8,000 

2,000 

4,000 

14,000 

C 

6,000 

1,500 

3,000 

10,500 

D 

5,000 

1,000 

2,000 

8,000 


•Replacement after every 8—10 years. 


In addition to the free supply of water and electri¬ 
city for lights, fans, refrigeration and sterilisation, the 
Departments bear 25% of the charges for gas and 
electricity used for cooking purposes for an initial 
period of five years. The Railways, the P&T and the 
Ministry of Defence have made more or less similar 
provisions. 

13. The All India Railwaymen’s Federation has 
demanded that the difference between the canteens 
provided under the Factories Act and the other Cap- 
teens should be done away with. We, however, feel 
that as the provisions made for the purposes under the 
Factories Act would differ marginally from State to 
State, no uniformity is possible in this regard. How¬ 
ever, if the provisions made under the departmental 
rules are more favourable, these should be adopted 
even for the canteens provided under the Factories 
Act. Another demand is that the canteen facilities 
should be extended to all offices, etc., where there are 
more than 25 persons working and that the full cost 
of providing accommodation, furniture, crockery and 
utensils, fuel and energy, and the salaries of the emp¬ 
loyees and 50% of the other items of expenditure 
should be borne by the Railway Administration. Under 
the revised orders issued in 1971 by the Department of 
Personnel, canteens will be provided for a minimum 
of 50 employees and a tiffin room for a minimum of 
25 employees. A joint canteen or tiffin room is to be 
provided by combining adjoining offices where the 
number in each office separately would not justify it. 
It is understood that action is under way in the Rail¬ 
ways, Defence, and the P&T to liberalise their provi¬ 
sions on these lines. These relaxations would seem 
to be adequate. 

14. The only important demand of the employees 
that has not so far been conceded by the Government is 
that the full cost of the establishment of the canteens 
should also be borne by Government. If this demand 
was to be conceded, it would mean that the Govern¬ 
ment would be financing the Canteens in toto, (ex¬ 


cept the cost of material) while allowing them to be 
run by the staff. We are unable to recommend this 
course, as the canteen should be more or less self- 
supporting, so far as its running expenditure is con¬ 
cerned, and should not become a drain on the public 
revenues. In the matter of food, etc., the best arran¬ 
gement would be to leave the management to the con¬ 
sumers; at the same time it is also necessary that the 
staff themselves feel responsible in some measure for 
the finances of the canteens, so that they would take 
adequate interest in their management. 

15. Finally, we would like to draw attention to the 
fact that the canteens in certain Ministries are often 
used as meeting places at all hours of the day by vari¬ 
ous persons who may have no work to do. Not only 
do they waste their own time but they also disturb 
others. Canteens should, therefore, be kept open only 
during specified hours. 

III. Advances to Government Servants 

16. Advances from public funds for various pur¬ 
poses are admissible to Central Government employ¬ 
ees under the provisions of the General Financial 
Rules. These advances are of two kinds, viz., interest- 
bearing advances and interest-free advances. Advances 
granted for the purchase of conveyances and for house 
building purposes, etc., are interest-bearing, whereas 
advances granted in connection with festivals, natural 
calamities, etc., are interest-free. The amount of 
these advances, the conditions of admissibility, and 
the methods of their recovery have been prescribed 
keeping in view a variety of relevant factors. 

17. In regard to the advances for purchase of con¬ 
veyances the only important point urged by die Unions 
relates to increasing the amounts of the advances so 
that the actual cost of the conveyance could be met. 
Having regard to the increases in the cost of convey¬ 
ances in recent years, we recommend that the maximum 
amount of advance for the purchase of Motor Car 
should be raised to Rs. 18,000, for Motor Cycle/ 
Scooter to Rs. 3,500 and for Bicycle to Rs. 250. 

18. Another demand made by the Unions is that 
the rate of interest chargeable on house building ad¬ 
vances should be reduced. It has been brought to our 
notice that some of the financial institutions such as 
the Reserve Bank of India, State Bank of India and 
the L.I.C.* charge lower rates of interest from their 
own employees than wha,t is being charged by the 
Government for advances granted to their employees 
for house building purposes. At present the rate of 
interest charged by the Government on house build¬ 
ing advances is the same as that applicable to all 
other advances. We are not aware of the basis adopt¬ 
ed, nor of the various factors taken into account for 
determining the rate of interest on interest-bearing 
advances under the Government. The question whe¬ 
ther a differential lower rate could be prescribed in 
respect of advances for house-building purposes, at 
least in respect of loans advanced to employees draw¬ 
ing less than Rs. 900 per month, would be for the 
Government to consider having regard to all relevant 
factors. 


•Life Insurance Corporation. 
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19. Government might consider whether the ad¬ 
vance for purchase of warm clothings could be raised 
from the existing amount of Rs. 200/- in view of the 
increased prices of woollens. We would further recom¬ 
mend that an appropriate advance should be admissible 
to Class II and Class I employees also on their first 
posting to a hill station. 

IV. Other Welfare Measures 

20. In this Section we examine the demands of the 
employees regarding the measures which the Govern¬ 
ment, as a model and enlightened employer, should 
take for providing congenial physical conditions for 
work in offices, opportunities for the healthy enjoy¬ 
ment of leisure, for promoting cooperative and 
cultural activities among the staff, and for mitigating 
acute distress caused by unforeseen and adverse circum¬ 
stances. 

21. Working Conditions—The associations of the 
employees have complained that the pressure on office 
accommodation has continued unabated for the last 
two decades and have alleged that there has been no 
planning to catch up with the mounting requirements. 
At the time the Second Pay Commission reported, the 
shortage of office accommodation in Delhi, Calcutta 
and Bombay was respectively estimated to be 11.7% 
5.6% and 10.6%. According to the annual report 
of the Ministry of Works & Housing for 1971-72 the 
present position in these three cities is as indicated 
below :— 

TABLE I 


Station 

Require¬ 
ment 
(in lakhs) 
sq. ft.) 

Availabi¬ 

lity 

(in lakhs 
sq. ft.) 

Shortage 
(in lakhs 
sq. ft.) 

Shortage 

as 

% age 
of 

total 

require¬ 

ment. 

1 

2 

3 

4 

t 

5 

Delhi 

65 -75 

57-67 

8-08 

12-3 

Calcutta 

24 -77 

20-84 

3-93 

12-5 

Bombay 

8-73 

7-99 

0-74 

9-2 


These figures would indicate that the relative avail¬ 
ability of office accommodation has not improved and 
it has in fact deteriorated specially in Calcutta. Even 
out of the available accommodation a considerable 
proportion is hired or requisitioned. The extent of 
such hiring and requisitioning is 6.43, 4.27 apd 2.16 
lakh sq. feet in Calcutta, Delhi and Bombay, respect¬ 
ively. We have, therefore, to conclude that generally 
the availability of office accommodation has not kept 
pace with the demand for it. We have not been able 
to make any assessment of the actual shortages in the 
Railways, Posts and Telegraphs, and in respect of the 
defence civilian staff. However, from the memoranda 
of the associations as well as from the visits we have 
paid to the field offices etc., we have gained fhe im¬ 
pression that there is considerable scope both for pro¬ 
viding more space, as also for improving the accom¬ 
modation in use by better lighting, improved ventila- 
4—lMofFin./73 


tion using exhaust fans, greater cleanliness, and more 
liberal use of paint. There is scope also for re¬ 
arranging furniture, record rooms, etc., to make the 
atmosphere more livable. We think that improvements 
can be effected at relatively low cost if attention is paid 
to these details. 

22. In addition to the normal office accommoda¬ 
tion, operating staff under the Departments of Railways, 
Posts and Telegraphs, Civil Aviation, Health, etc. have 
been provided with rest-houses, retiring rooms, and 
dormitories where they could take rest between two 
spells of duty or arrange for their meals. In a num¬ 
ber of cases, such accommodation is stated to lack 
elementary sanitary facilities, proper ventilation, and 
adequate lighting. 

23. The provision of adequate office space along 
with other essential facilities like rest houses, rest 
rooms, and dormitories, should receive the close atten¬ 
tion of the Government. Tidy offices, which are well 
lighted and adequately protected against bad weather 
conditions, and fitted out with functional furniture 
and storage space not only give an impression of effi¬ 
ciency but actually promote it. While the construc¬ 
tion of new buildings would take time, improvements 
to existing buildings can be undertaken quickly and at 
a comparatively low cost. Similarly, the provision of 
rest houses etc., is also a comparatively less expensive 
proposition. We urge the Government to attend to 
these matters with expedition. 

24. Staff Welfare—During the last two decades 
the Government has made efforts to promote the wel¬ 
fare of its employees by encouraging sports and other 
group activities, by assisting the establishment of co¬ 
operative credit and consumer societies and by setting 
up holiday homes, community centres, creches, etc. 
The Railways have established a staff benefit fund 
from which financial assistance is given for the educa¬ 
tion of the staff and their children, for recreational 
facilities and for relief when the family is in distress, 
in the event of the protracted illness or the premature 
demise of the employee. The Ministry of Railways 
every year make a grant to the Staff Benefit Fund at 
the rate of Rs. 4.50 for every non-gazettcd railway 
employee. In addition, ad hoc grants are also made 
for promoting sports activities. During 1972-73 an 
ad hoc grant of Rs. 9.35 lakhs has been sanctioned. 
Further, an annual recurring grant of Rs. 2 lakhs is 
also made for the organisation of inter-railway tourna¬ 
ments and participation in national championships. 
Assistance to consumer cooperative societies is given 
separately. There are at present 436 such societies with 
a membership of about 2 lakhs. 

25. In the Posts & Telegraphs Department welfare 
activities are financed out of a Welfare Fund to 
which Government makes a non-lapsable grant-in-aid 
of Rs. 10 lakhs per annum. The fund is utilised for 
promoting sports and other cultural activities, for 
giving assistance to the children of P&T employees 
for technical education. and. in deserving cases to ex¬ 
ceptionally meritorious children of the employees for 
non-technical education, and to afford financial and 
medical assistance in cases of serious and protracted 
illness. Assistance to cooperative credit and consumer 
societies is separately given. A voluntary fund known 
as the Minister’s Benevolent Fund has also been 
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established for the purpose of helping the members 
the Fund or their families in the event of acute finan¬ 
cial distress. 

26. For the civilian employees of the Ministry of 
Defence, there are a number of funds in operation. 
The Defence Civilian Welfare (TB) Fund is intended 
to give assistance to the employees who suffer from 
tuberculosis, cancer or leprosy. The fund is mainly 
voluntary and is built up through subscriptions from 
the members at rates depending on their pay. Grants 
are also made to this fund from the Canteens Stores 
Department and by the Ministry of Defence. A Bene¬ 
volent Fund has been established for the employees 
of the Secretariat of the Ministry of Defence and of 
the Armed Forces Headquarters. The Fund is volun¬ 
tary. There is a third fund known as the Ministry 
of Defence and AFHQ Welfare and Amenities Fund 
which is non-contributory and is financed entirely out 
of Government grants. 

27. The promotion of welfare measures in the re¬ 
maining departments is the responsibility of the De¬ 
partment of Personnel. Separate grants are made for 
the establishment of sports clubs, community centres 
and creches. A Benevolent Fund has also been estab¬ 
lished which is partly voluntary and partly contributory. 
A member’s contribution ranges from Rs. 2/- per 
annum to Rs. 10/- per annum depending on the pay 
drawn, and the Government’s contribution is Re. 1/- 
per annum for each member. Benefits from this fund 
accrue only to the members. 

28. From the details furnished above, we find that 
there is no uniformity either in the practices or in the 
scale of financial assistance given by the Government. 
In the Railways the Government’s contribution is more 
than Rs. 5/- per head, if we take into account the 
ad hoc and recurring grants being made for certain 
special sports activities. In the other departments the 
assistance given by the Government is on a much 
lower scale. In the Posts and Telegraphs, for exam¬ 
ple, the grant is a lump sum of Rs. 10 lakhs per 
annum for about 3.8 lakhs employees (excluding the 
extra departmental employees who are not eligible for 
these welfare measures). This works out to less than 
Rs. 2.50 per head. We do not have precise infor¬ 
mation regarding the subsidy for welfare activities in 
respect of the civilian establishment of the Ministry 
of Defence, nor for the other departments in which 
welfare activities are the responsibility of the Depart¬ 
ment of Personnel. The Central Secretariat Sports 
Control Board which functions under this Department 
has been given a grant of Rs. 3 lakhs for 1972-73 to 
organise sports clubs, etc. A sum of Rs. 10 lakhs 
has been provided in the 1972-73 budget for various 
other welfare measures. It seems to us that, even 
thoueh the provisions of some of the welfare amenities 
would have to depend to a large extent on the con¬ 
centration of staff at particular places, in certain other 
matters, e.g., establishment of and government contri¬ 
bution to the employees’ benevolent funds, there should 
be some degree of uniformity in the different depart¬ 
ments. 

29. Holiday Homes have been established to enable 
the employees to spend their leave in salubrious 


localities. The Railways have established 17 holiday 
homes while the Posts & Telegraphs Department is 
running seven such Homes at different places. The 
Department of Personnel have also established a Holi¬ 
day Home at Simla. The Associations of Defence 
Civilian employees who do not have any Holiday 
Homes at present have demanded this provision. The 
employees’ unions have referred to their inability to 
avail of these Holiday Homes since many are located 
in hill stations and out of the way places and the 
existing leave entitlements and leave travel concessions 
place these amenities beyond the reach of 
the normal employee. Even conceding that a regular 
annual vacation away from his place of work may be 
beyond the means of the average government employee 
who has no other source of income, the fact that the 
existing provisions have proved popular shows that 
these are fulfilling a felt need and are enabling Go¬ 
vernment employees to take an occasional vacation in 
fresh surroundings; as such, the idea behind a Holiday 
Home which provides lodging and other facilities at 
cheap rates for the benefit of the employees is sound. 
We accordingly recommend that this facility should be 
extended further. We suggest that in locating these 
holiday homes the Government should pay attention to 
the usual social habits of the generality of its emp¬ 
loyees. 

30. A study made by the Ministry of Home Affairs 
(now Department of Personnel) in respect of emp¬ 
loyees stationed in Delhi and New Delhi in 1964-65 
revealed that 2072 employees out of a total of about 
1.5 lakhs had incurred debts of over Rs. 351 lakhs. 
This gives an average of Rs. 1715. Figures available 
regarding the loans drawn from the Employees’ Co¬ 
operative Credit Bank of the Central Railway showed 
that the number of persons who took loans increased 
from 31417 in 1965 to 36489 in 1969. The total 
loans granted have also increased from Rs. 19 lakhs 
(or Rs. 615 per head) to Rs. 28 lakhs (or Rs. 718 
per head)._ The figures that we have been able to 
collect in regard to a section of the employees in other 
departments also shows a similar trend though there 
are a few instances where the amount of debt has de¬ 
creased over the years. The actual amounts taken 
as loan from the General Provident Fund and from 
Co-operative Societies also varies considerably from an 
average of Rs. 319 in the Ministry of Food and Agri¬ 
culture to Rs. 1266 in the Ministry of Finance (De¬ 
partment of Revenue). 

31. In themselves these figures are perhaps not con¬ 
clusive evidence of any large scale indebtedness. How¬ 
ever, the trend seems to be towards larger loans being 
taken from savings in the General Provident Fund or 
from Credit Societies. We recommend that a syste¬ 
matic study should be made of the trend of indebted¬ 
ness and if its proportions show undue increase, Govern¬ 
ment should consider steps to remedy the situation, 
including a scheme of financial assistance in hard and 
deserving cases. Further, in the present situation, 
thrift and savings are of paramount importance and the 
organised associations and federations of the employees 
could help by propagating these habits among their 
constituents and creating a favourable climate for their 
sustained growth. 



CHAPTER 65 


MISCELLANEOUS 


I. Classification of Services 

1, In the civil service under the Central Government 
the pay range within which the scale or pay of a post 
falls normally determines its classification. The cri¬ 
teria followed at present are given below :— 


Pay or maximum of the scale of the post 

Classification 

Not less than Rs. 950 . . . . 

Class I 

Not less than Rs. 575 but less than Rs. 950 . 

Class II 

Over Rs. 110 but less than Rs. 575 

Class III 

Rs. 110 or less. 

Class IV 


Several exceptions have been made to these general 
criteria and certain categories, which on the basis of 
their pay range, qualify for the lower class have been 
placed in the next higher class. Notable among such 
exceptions are Notice-Servers in the Income Tax De¬ 
partment, and Postmen and Linemen in the P&T De¬ 
partment who have been categorised as Class III even 
though their pay scale is only Rs. 75-95; the CSS Assis¬ 
tants who have been categorised as Class II (non- 
gazetted) though their pay scale, is Rs. 210-530; and 
Education Officers of the Education Advisory Cadre 
who have been placed in Class I even though their pay 
scale is Rs. 700-900. 

2. The differentiation among these classes is not only 
with regard to the nature of the duties assigned to each 
class but in certain other matters as well. There are 
differences in the manner in which appointments are 
made to the different classes of services. While the 
appointing authority for all first appointments to Class 
I is the President of India, in respect of other classes 
the appointing authorities are either Heads of Depart¬ 
ments, or other subordinate authorities to whom the 
powers to make these appointments may be delegated. 
The President is the disciplinary authority in respect of 
all Class I posts and the appellate authority in respect 
of Class II posts. In respect of Class III and Class IV, 
the disciplinary as well as appellate authorities are the 
Heads of Departments, or other functionaries to 
whom powers may be delegated. As for. other condi¬ 
tions of service, such differences as did exist earlier in 
matters of entitlement to leave, pension, and gratuity' 
as between one Class and another have more or less 
ceased. In respect of leave travel concessions an 
employee in Class IV is actually in a better position 
than the employees in the other Classes. Similarly, the 
age of retirement for the Class IV employees is 60 
years while it is 58 years in other cases. 


3. The division of the civil service into four classes 
was adopted on the recommendations of the First 
Pay Commission. A number of employee associations 
had urged before the Second Pay Commission, that 
this scheme of classification promoted "class con¬ 
sciousness” within the service and should, therefore, 
be done away with. The Commission came to the 
conclusion that the existing classification served no 
practical purpose which could not be served without 
it and, on the other hand, it had an unhealthy 
psychological effect. The Commission recommended 
that the classification should be given up and the 
amendments that would be necessary in respect of the 
Central Civil Service (Classification, Control and 
Appeal) Rules 1957 and of certain other rules and 
orders should be carried out*. In making this recom¬ 
mendation it took note of the practice in other 
countries including those with a large and complex 
civil service, where it had not been found necessary 
to super-impose upon their civil service grades and 
occupational groups a broad classification as exists in 
this country. 

4. The Government, however, could not accept 
this recommendation since it was found that the 
existing classification was convenient for personnel 
management purposes. A proposal to replace the 
existing nomenclature of Class I, Class II, Class III, 
and Class IV by Group ‘A’, Group ‘B’, Group ‘C\ 
and Group ‘D’ also seems to have been considered 
since the word ‘Class’ might hurt the susceptibilities 
of some sections of the employees. This proposal was 
not also accepted since it was felt that a mere change 
in the name was of no practical value. 

5. We have again tried to elicit the views of the 
employees’ associations and also of prominent indi¬ 
viduals in this matter. While the majority of those 
who responded to our enquiry favoured the abolition 
of the present classification, quite “a few advocated an 
alternative system of classification broadly according 
to the type of work carried on in the different classes. 
Some of the associations have favoured a reduction in 
the existing number of classes. As already pointed out 
in the Chapter on Class II Services and Posts all the 
Class II associations have demanded the merger of 
Class II with Class I. The official witnesses, however, 
were inclined to the view that there was nothing 
objectionable in the existing classification: and on the 
other hand, it was of some convenience m matters of 
recruitment, promotion, pay determination, and other 
administrative procedures. 

6. The result of our enquiries into the practices in 
other countries is that a classification system similar 

♦Pages 561—562, (para 4), of the Report. 


83 



84 


to our own is not unknown, but where such a classi¬ 
fication does not exist, a more detailed classification 
into occupational groups has been resorted to. In the 
United Kingdom, the civil service is divided into a 
larger number of classes, the main components of 
which are the administrative class, the executive class, 
the clerical class, and the messengerial class. There 
are other classes such as the Works Group of Profes¬ 
sionals, Economists and Statisticians, Scientific 
Officers and Medical Officers. The method of recruit¬ 
ment and pay and other conditions of service of all 
these classes is linked with the one or other of the 
main classes.* The other Commonwealth countries, 
except Canada and Australia, generally have the same 
structure. In Malaysia, however, there is, in addition 
to a structure of classes, a division of the civil service 
into Division I, Division II, Division III and Division 
IV. This division is not, however, based on pay ranges 
but on the minimum educational qualifications pres¬ 
cribed for entry. In France the classification is into 
four ‘categories’ viz., ‘A’, ‘B’, ‘C’, and ‘D’, and this 
classification is based on pay ranges as is the practice 
in India,. The civil service of West Germany follows a 
similar practice of classifying the employees into four 
classes of service, namely the higher (hoherer), the 
elevated (gehobener), the middle (mittlerer), and the 
simple (einfacher). The division is based on occu¬ 
pational differences, methods of recruitment and the 
pay range admissible to each service. In the United 
States the whole service is divided into hundreds of 
occupational groups known as “series”, comprising 
individual posts (or positions) at various levels. The 
latter are placed in one or other of 18 grades common 
to the whole service. There is no further classification. 
In Canada and Australia the groupings are similar to 
those in the U.S.A. though there is a greater variety 
of grades and pay scales. 

7. We are inclined to the view that some kind of 
a classification based on an assumed equivalence of 
the work content in the different levels of the various 


occupational groups and, hence of the pay ranges, is 
necessary for purposes of personnel administration. 
The present system of classification is fairly well 
known, and the employees have become accustomed 
to it. It has the advantage that orders can be issued, 
or the existing orders amended, by referring to the 
particular classes covered. There is no lack of pre¬ 
cision in this course, but much verbiage, otherwise 
necessary in having to define the categories or occu¬ 
pational groups covered, is thereby obviated. We have, 
however, formed the impression that the term ‘Class’ 
presently in vogue, has acquired overtones that could, 
with advantage be avoided, so as to create a healthy 
psychological climafe. It should be possible to describe 
the existing classes as “Groups” as the Government 
itself seems to have contemplated at one time. In other 
words, it may be feasible to redesignate the existing 
Classes I, II, III, and IV as Groups ‘A’, ‘B’, ‘C\ and 
‘D’. We recommend accordingly. In conformity with 
the revised pay structure that we have recommended, 
and subject to such exceptions as the Government 
may decide to make, the pay ranges applicable to 
each of these groups may be the following — 


Pay or maximum of the scale of the post Grouping 


8. Of the 29,81,700 regular civilian employees of the 
Central Government, 22,32,800 or 74.9% are perma¬ 
nent and 7,48,900 (25.1%) are temporary. The de¬ 
tailed distribution is given in the Table below :— 


Not less than Rs. 1300 .... ‘A’ 

Not less than Rs. 900 but less than Rs. 1300 ‘B’ 

Over Rs. 280 but less than Rs. 900 ‘C’ 

Rs. 280 or less ...... ‘D’ 


II- Temporary and Quasi-Permanent Status 


TABLE 1 


Department 

Number 

of 

permanent 

posts 

Number 

of 

temporary 

posts 

Total 

Percentage in 

1971 

Percentage in 

1957 



! 

Perma¬ 

nent 

Tempo¬ 

rary 

Perma¬ 

nent 

Tempo¬ 

rary 

Railways. 

12,44,500 

1,54,200 

13,98,700 

89-0% 

11 -0% 

82-0% 

18-0% 

Posts and Telegraphs 

3,09,800 

83,600 

3,93,400 

78 -7% 

21-3% 

76 -4% 

23 -6% 

Defence (Civilian) . , 

. 3,12,600 

2,84,500 

5,97,100 

52 - 4 / 

47-6% 

31 -5% 

68-5% 

Others. 

3,65,900 

2,26,600 

5,92,500 

61 -8% 

38-2% 

42-7% 

57-3% 

Total 

. 22,32,800 

7,48,900 

29,81,700 

74-9% 

25 -1% 

67-4% 

32-6% 


•It may, however, be noted that following the recommendations of the Fulton Committee, a decision has been taken to abolish the 
various classes and replace them by occupational groups, some of which would be formed by the merger of two or more related 
classes. 
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9. Since 1957, the proportion of permanent staff has 
improved in all departments. However, the percentage 
of temporary employees in departments other than the 
Railways and the Posts and Telegraphs continues to be 
high. In the Ministries of Food and Agriculture, Home 
Affairs, Irrigation and Power, Labour and Rehabilita¬ 
tion, and Shipping & Transport, the number of tempo¬ 
rary employees exceeds the number of permanent em¬ 
ployees. The maximum number of temporary person¬ 
nel is found amongst the Defence Civilians. 

10. There is today a differentiation in the conditions 
of service as between the permanent and temporary 
status mainly with regard to two important matters, viz-, 

(i) temporary employees afe not eligible for pension, and 

(ii) the services of the temporary employees can be 
terminated with a month’s notice, without assigning any 
reason, under the appropriate temporary service rule. 

11. Between permanent and temporary, there is the 
intermediate quasi-permanent status which is accorded 
to all the ‘non-industrial’ staff (other than those of the 
Railways) upon fulfilment of certain conditions. 
The quasi-permanent status was first introduced in 
1949. During the Second World War there was sudden 
and large scale recruitment in all fields and a dispro¬ 
portionately large number of temporary posts were 
created. Temporary employees were even at that time 
not only ineligible for a pension but were treated less 
favourably in respect of leave entitlements, medical 
facilities, etc. compared to the permanent variety. The 
Central Civil Services (Temporary Service) Rules 
which were promulgated in 1949 made a provision for 
declaring temporary Government servants as quasi- 
permanent, if they were in service continuously for 
more than 3 years. The quasi-permanent employee has 
more or less the same status as the permanent employee 
in respect of many of the important conditions of ser¬ 
vice, except pension. The Ministry of Railways did 
not adopt these Rules, but allowed more or less the 
same privileges to the temporary employees with 3 
years’ service as were admissible to their permanent 
employees. 

12. The large percentage of temporary posts which 
existed in 1957, was adversely commented upon by the 
Second Pay Commission. It observed! that the com¬ 
mon reason given for the high proportion of temporary 
staff was the temporary character of certain establish¬ 
ments, and that the bulk of the staff required for the 
plan schemes and, particularly for construction projects, 
were necessarily employed on a temporary basis. The 
Commission felt that it was not in the public interest 
that the services under the Central Government should 
continue to carry for long periods the high proportion 
of temporary staffs which it noticed, and which had 
been in its view, a factor spreading dissatisfaction 
among large sections of employees and had impeded 
the orderly management of the services. In regard to the 
quasi-permanent status the view was expressed that it 
had proved to be of value to a considerable number of 
employees but psychologically it had given only partial 
satisfaction as it did not carry an assurance of a pen¬ 
sion, and that it had at the same time, induced a degree 
of complacency and was perhaps partly responsible for 


slowing down the process of identification of posts that 
deserved to be made permanent. 

13. Pursuant to the recommendations of the Second 
Pay Commission the Government issued orders for 
making more temporary posts permanent. The Minis¬ 
tries and Departments were to convert 80% of tempo¬ 
rary posts, excluding Class IV posts, into permanent 
ones, provided that such posts had been in existence 
for a continuous period of not less than 3 years, and 
were required for work of a permanent nature. Iff the 
non-permanent departments, like Rehabilitation, which 
have existed for not less than 10 years, and are not 
proposed to be wound up in the foreseeable future, 
50% of the temporary posts can also be made perma¬ 
nent provided the posts have been in continuous exis¬ 
tence for a period of 5 years or more, and are required 
indefinitely. 

14. Temporary posts in Government workshops and 
industrial establishments are at present made perma¬ 
nent on an ad hoc basis. In Defence workshops, 40% 
of the sanctioned posts are authorised to be made per¬ 
manent; and in a Railway workshop employees who 
have completed 3 years’ service are treated as perma¬ 
nent until such time as the administrative Ministry or 
department is in a position to assess the permanent re¬ 
quirements of the industrial staff. 

15. The temporary non-gazetted posts in the P&T 

department, excluding the workshops and industrial 
establishments, are made permanent on the following 
basis :— k 

I. In Circle and Administrative Offices 

80% of posts which have been in existence for over 
2 years and are required on a permanent basis may be 
made permanent subject to the condition that the 
number of temporary posts will not be less than 10% 
of the total strength of each cadre, and the number of 
permanent posts in each case does not exceed the 
number recommended by an Establishment Standards 
Committee. 

II. In the remaining offices 

All operative and non-operative posts which have 
been in existence for a continuous period of not less 
than 2 years and are required for work of a permanent 
nature can be made permanent, provided the number 
of temporary posts in these cadres is not less than 10% 
of the total number of permanent and temporary posts. 

16. In regard to the teaching staff in the Union 
Territories, the Administrations concerned have been 
authorised to convert all the temporary teaching posts 
in Government schools, colleges and Teachers’ Training 
Institutions, into permanent ones, where enrolment has 
stabilised, and provided that the temporary posts have 
been in existence for a continuous period of not less 
than 3 years and are required for work of a permanent 
nature. 

17. In spite of the orders issued by the Government 
for the conversion of temporary posts into permanent 
ones, one-fourth of the total strength is still temporary. 
The employees’ associations have demanded that all 
posts which have been in existence for six months to a 
year should be declared permanent. Some associations 
have alleged that the lack of security of tenure implied 
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by the temporary status has been used for dispensing 
with the services of temporary employees without ade¬ 
quate cause. Many associations have also commented 
tnat the quasi-permanent status confers no practical 
benefit and should be dispensed with. If it is at all to 
be retained, it should apply only where the Department 
or the Organisation is itself temporary. 

18. We have carefully considered these demands. It 

is difficult to accept the proposition that all temporary 
posts should, as a matter of course, be declared perma¬ 
nent after six months or a, year of their coming into 
existence. The Government is frequently called upon 
to meet emergent situations such as natural calamities, 
massive influx of refugees, internal insurrections or ex¬ 
ternal aggression. Temporary hands have to be re¬ 
cruited at short notice to meet the situation and since 
these emergencies are likely to be surmounted in due 
course, there can be no question of making these per¬ 
sons permanent. No rigid time-limit can be laid down 
either, as there is no certainty as to when a given situa¬ 
tion will clear up. During a period when the strength 
of the normal establishment is continuously increasing, 
a temporary component provides a necessary break 
against runaway growth of the establishment. Tempo¬ 
rary posts are sanctioned only for limited periods of 
time, and the necessity for their renewal provides for 
a periodical review of the need for continuing these 
any further. We, however, feel that the existing pro¬ 
portion of one-fourth of the staff being temporary is 
too large and recommend that in permanent depart¬ 
ments it should, in course of time, be brought down to 
about one-tenth. It may not be desirable to reduce the 
temporary establishment to this low figure, in depart¬ 
ments, which are themselves considered temporary, or, 
which by the very nature of their work (as in Ordnance 
Factories) must carry a somewhat larger component of 
temporary staff. However, even in these departments 
the position in this regard should be periodically re¬ 
viewed so that as large a number of temporary staff 
as possible are made permanent. Temporary employees 
should be allowed relaxation in age to compete for 
appointment to permanent posts that fall in the same 
category. . 

19. As regards the quasi-permanent status it coulcf 
be argued that if the Railways—accounting as it does 
for half the total civilian staff under the Central 
Government—can do without this practice, the rest of 
the public service could do without it a,s well. The 
quasi-permanent status confers an advantage, in that an 
employee of this category is on par with the permanent 
employee, so far as the security of tenure is concerned 
and his services cannot be terminated without due pro¬ 
cess. This is a valuable right specially to those serving 
in temporary posts in the temporary departments, inas¬ 
much as, efforts are more likely to be made to fit them 
elsewhere, if the necessity should arise. We, therefore, 
recommend that quasi-permanent status may continue 
to be conferred on the eligible temporary staff employed 
in temporary organisations. Elsewhere, there seems to 
be no specific need for this practice and the Govern¬ 
ment should consider dispensing with it. 

III. Industrial and non-industrial Employees 

20. The Central Government employees have been 
classified differently for different purposes, some of the 
well-known classifications being gazetted and non- 


gazetted, ministerial and non-ministerial, industrial and 
non-industrial etc. In this section we discuss the vary¬ 
ing conditions ol service applicable to the industrial 
sta)I and the non-industrial staff employed under the 
Central Government. At the outset we are confronted 
with some difficulty due to lack of an, authoritative or 
precise definition of the terms “industrial” and "non- 
lndustrial” civil servants. Various Labour Acts define 
the term "industrial worker” in different ways. The 
wider connotation of the term “industrial worker” seems 
to refer to those to whom the Industrial Disputes Act, 
1947 applies. In this sense, it covers even office staff 
and operating categories in the Railways, Posts and 
Telegraphs, etc. who cannot be treated as industrial 
workers in the ordinary accepted sense of the term. 
However, for our purpose, we nave treated as industrial 
workers only workshop staff governed by the Factories 
Act and other groups of comparable manual workers 
conforming to the description of artisans and working 
outside workshop premises such as Carriage and Wagon 
Depots and Loco Running Sheds, etc. on the Railways 
and in other premises which are not subject to the 
Factories Act. 

21. The distinction between the industrial and non¬ 
industrial employees of the Central Government has 
special significance owing to the fact that the industrial 
employees of the Government are generally governed 
by the labour laws and the non-industrial employees 
by the rules applicable to Central Government servants 
in general. At the same time the Fundamental Rules, 
Supplementary Rules, Civil Service Regulations, Central 
Civil Services (Classification, Control & Appeal) Rules, 
Central Civil Services (Conduct) Rules, etc. which are 
normally applicable to the non-industrial Government 
servants, also apply to the industrial employees (either 
directly or indirectly, by analogy or adaptation) in re¬ 
gard to matters not covered by the labour laws. Of the 
various labour laws those which are of greater impor¬ 
tance for our present purpose are the Industrial Dis¬ 
putes Act and the Trade Unions Act, because they em¬ 
brace within their scope even non-industrial staff, and 
secondly, they confer a number of special rights and 
privileges on those staff who are governed by these 
Acts. The term “worker” defined in the Industrial 
Disputes Act means a,ny person employed in any indus¬ 
try to do any skilled, or unskilled, manual supervisory, 
technical or clerical work including departmental casual 
labour, but excluding supervisory staff whose monthly 
emoluments exceed Rs. 500 and also the managerial 
staff. By this definition the Act has brought within its 
purview the whole of the Railway and P&T staff includ¬ 
ing even the categories commonly classified as non¬ 
industrial staff. The principal rights enjoyed under the 
Industrial Disputes Act which are not available to the 
non-industrial employees of Government not covered 
by this Act may be summarised, as follows :— 

(a) The right of an individual workman of a 
Trade Union to raise an industrial dispute (under 
Section 2-A) concerning his discharge, dismissal, 
retrenchment or termination of service. 

(b) The right of workmen to raise disputes on 
matters other than pay and allowances, weekly hours 
of work or leave (which are compulsorily arbitrable 
under the voluntary scheme for (JCM) and to seek 
adjudication on such matters. 
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(c) The right (under Section 9-A) to receive 
prior intimation of any change in conditions of ser¬ 
vice specified in the Fourth Schedule to the Act (e.g. 
wages, contributions to Provident Fund, compensa¬ 
tory and other allowances, hours of work and rest 
intervals, withdrawal of any customary concession of 
privilege or change in usage etc.). 

(d) Rights relating to compensation for lay-off 
and retrenchment as included in Chapter V-A of the 
Act. These rights relate to the following items :— 

(i) One month’s notice or wages in lieu of notice 
to be paid before retrenchment. 

(ii) Reasons for retrenchment to be furnished. 

(iii) Retrenchment only on the principle of “last 
come, first go”. 

(iv) Compensation equal to 15 days’ average pay 
for every completed year of service to be 
paid. On the other hand, in the case of non¬ 
industrial employees governed by Service 
Rules, temporary employees with less than 5 
years service are not eligible for any terminal 
benefits and even after 5 years’ service tem¬ 
porary employees are entitled to one third 
of a month’s pay as against one half month’s 
pay under the Industrial Disputes Act for 
employees after one year’s continuous service. 

(v) Recovery of dues from employers through the 
machinery of the Labour Court. 

(e) Rights conferred under Sections 33, 33A and 
33C of the Act according to which conditions of 
service should not be changed during pendency of 
proceedings before a Labour Court or Tribunal. 

(f) The right to go on strike subject to conditions 
specified in Section 24(1) of the Act. This right is, 
however, also subject to the provisions of the Essen¬ 
tial Services (Maintenance Act, 1968, which gives 
powers to the Government to prohibit strikes in 
essential services by notification and over-rides any 
other law including the Industrial Disputes Act. 

(g) Right to be represented or assisted'by a trade 
union member or workman including an outsider or 
a person not in Government service and also by a 
legal practitioner in any proceedings under the Act. 
Similarly the Trade Unions Act allows a registered 
trade union to constitute a separate fund from which 
payments may be made for the promotion of civic 
and political interests of its members. On the other 
hand, the Conduct Rules prohibit a Government 
servant from taking part in politics or from contri¬ 
buting to and assisting any political movement. 

22. It will be seen from the above that the industrial 
employees of Government enjoy certain rights and 
benefits which are not available to non-industrial em¬ 
ployees. In addition, the industrial employees have 
been placed more or less on a footing of equality with 
non-industrial employees in regard to masters not 
covered by the labour laws. They are thus getting the 
advantages of both the labour legislation and the service 
rules which govern the service conditions of non¬ 
industrial Government servants. 

This duality of service rules and regulations appli¬ 
cable to the industrial workers is stated to have led 


to certain administrative and working difficulties due 
to certain anomalies and conflicts between the provi¬ 
sions applicable to these two categories of staff. 
Recognising the importance of this subject we had 
incluued question No. 73 in our Questionnaire. We 
received detailed replies from, among others, the 
Engineer-in-Chief, Centra) Public Works Department, 
the Chairman, Central Water & Power Commission and 
the Chief Controller of Printing & Stationery. Subse¬ 
quently, the Posts and Telegraphs Department, the 
Railway Board, Government Mints, India Security 
Press, and the Department of Atomic Energy also 
furnished their views on the subject. The replies have 
stressed the difficulties which a,nse when the industrial 
workers have the right of invoking either the provisions 
of the labour laws or the provisions of the service 
rules, whichever suits them. Several instances have 
been cited where industrial workers whose cases in 
regard to suspension, removal from service, reduction 
of wages, fixation of pay etc. were disposed of under 
the provisions of the service rules, subsequently sought 
remedies under the relevant provisions of the Industrial 
Disputes Act.' It has been pointed out that even aption 
to dispense with the services of an employee under the 
“Safeguarding of National Security Rules, 1953” can 
constitute a dispute under the Industrial Disputes Act. 

23. It will appear that the present position is thus 
unsatisfactory. To begin with, industrial workers 
under the Central Government are governed both by 
the statutory rules and orders framed under Article 309 
of the Constitution in the same way as the general run 
of Government servants, and also they are subject to the 
provisions of various labour la,ws, such as the Industrial 
Disputes Act a,nd the Trade Unions Act. It has been 
pointed out to us that these two sets of provisions lead 
to conflicts and anomalies, particularly on matters such 
as the right to strike, the maintenance of political funds 
by unions, and reference of individual cases of dismissal 
of industrial employees to labour courts. An industrial 
employee under the Government can take advantage 
of this duality by moving a labour court after he has 
exhausted all the remedies under the service rules. 
Administratively also, it may be inconvenient to have 
the general body of Government employees covered by 
statutory rules and orders only, while industrial emplo¬ 
yees of the same Government have the benefit of not 
only these statutory rules and orders, but also of 
special labour legislation. 

24. There is the further broad issue that the indus¬ 
trial employees of the Government may consider them¬ 
selves to be part of the general body of industrial 
workers, both in the private and in the public sectors. 
Any Wage Board awards or the orders of various 
adjudicators may, therefore, have repercussions on the 
pay structure of industrial Government employees also. 
It is conceivable tha,t the wages of industrial Govern¬ 
ment employees will sympathetically or otherwise move 
closer to the wages of comparable industrial workers 
in the non-governmental establishments. 

25. It appears to us that there are broadly two 
possible approaches, viz. 

(i) to exclude all government industrial workers 
from the purview of the labour laws, and treat them 
as an excluded category to be governed solely by the 
statutory rules and orders issued from time to time by 



88 


the Government in exercise of its powers under Article 
309 of the Constitution, or 

(iij to segregate the industrial workers of the Gov¬ 
ernment from, its non-industrial workers, and to give 
them all the facilities and safeguards to which indus¬ 
trial workers in general are entitled under the labour 
laws. Simultaneously, it should be ensured that the 
various rules and orders normally applicable to Govern¬ 
ment servants generally are not extended to the indus¬ 
trial workers of the Government. Even so, however, 
without an amendment to Article 311 of the Constitu¬ 
tion, and industrial Government worker will still be 
entitled to certain safeguards denied to non-government 
industrial workers. 

26. The advantage of the first alternative would be 
that the Government would reduce the differences 
between industrial workers and non-industrial workers 
so far as its employees are concerned. It would also 
enable the Government to adopt a pay structure suited 
to its own employees, and to insulate them from the 
effects of awards given by Wage Boards, adjudicators 
etc. On the other hand, there may be practical diffi¬ 


culties in withdrawing some of the rights and privileges 
conferred upon industrial workers by the labour laws. 

27. The second alternative may be easier to imple¬ 
ment, but carries with it the disadvantage thaf the 
differences between the industrial workers and the non¬ 
industrial workers under the Government would widen. 
It may also happen that wages prevailing in comparable 
posts outside the Government would influence the 
governmental wage structure. However, as we have 
pointed out in Chapter 5 too large a disparity between 
Governmental and non-Governmental salaries for com¬ 
parable work should not be countenanced, and to this 
extent a degree of adaptability, if built into the pay 
system, would not be entirely without advantage. 
Taking an overall view and the balance of advantage, 
our preference is for the second alternative. We are 
not making any specific recommendation in this regard 
as this is a matter to be decided in consultation with 
the interests concerned. However, we would empha¬ 
sise that this matter is important enough to engage the 
attention of the Government urgently, so that the pre¬ 
sent uncertainties and anomalies are rectified. 



CHAPTER 66 


A. STAFFING AND EFFICIENCY IN GOVERNMENT SERVICE 


The effect of our recommendations regarding the 
structure of emoluments and conditions of service 
(including retirement benefits) of Central Government 
employees will be a significant increase in the wage 
bill of the Central Government. We have estimated 
the immediate additional cost of our recommendations 
at Rs. 144.60 crores. Our terms of reference require 
us to take into account, a,mong other factors, the 
economic condition of the country, the resources of the 
Central Government and demands thereon on account 
of developmental planning etc. A review* of the 
budgetary trends has revealed the strains to 'which the 
Central Government budget has been subjected in 
order to finance the large investment programmes. We 
feel tha) the additional expenditure arising out of the 
implementation of our recommendations can be justified 
only if the tax-payer is assured that there has been no 
wasteful expenditure due to over-staffing and that effi¬ 
ciency and productivity in the public service is main¬ 
tained at a fajrly high level. It is in this context that 
the problems of over-staffing and efficiency assume 
both urgency and relevance. 

2. We realised the importance of this matter at an 
early stage of our work and through the Questionnaire 
(item No, 95) we invited observations regarding the 
existence and extent of over-staffing in Government 
offices and the remedial measures that should be taken. 
We discussed this issue not only with the Secretaries 
to Government and other senior officers of Ministries 
and Departments employing large numbers of staff but 
also with a, number of public men and retired civil 
servants. We also discussed the matter with the emplo¬ 
yees’ Federations. The replies to the Questionnaire as 
also the evidence has revealed two distinct and contrary 
trends of opinion. The Federations and Unions of 
employees have generally maintained that there is no 
over-staffing in the Government departments and that 
on the contrary, there is under-staffing in some depart¬ 
ments due to the general ban on recruitment and adop¬ 
tion of stringent norms for sanctioning staff and the 
periodica) reviews conducted by the Staff Inspection 
Unit. On the other hand, most of the senior Govern¬ 
ment officers and retired Civil servants were of the 
opposite view, namely, that there had been excessive 
expansion of staff in recent years and that a substantial 
reduction could be made without curtailment of any 
useful activity or loss of efficiency. The extent of 
over-staffing was variously estimated at between 10 to 
30%. We have given some information in Chapter 3 
concerning the growth of employment under the Central 
Government. The total number of posts under the 
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Centra) Government has increased from 17.37 lakhs 
in 1957 to 29.82 lakhs in 1971 i.e. an increase of about 
72%. The percentage of increase for the main 
employing departments varies from 40.3% in the Rail¬ 
ways and 98.5% in P&T to 129.6% in Defence. The 
class-wise breakdown of the increase shows that there 
hap been an increase of over 8 lakhs posts in Class III 
and about 3.6 lakhs in Class IV. 

3. While much of this increase must be on account 
of a corresponding expansion in the activities of Gov¬ 
ernment, most of the witnesses have left us with the 
impression that there is considerable over-staffing in 
some of the departments. This impression is reinforced 
by the statement ma,de by the Government in its memo¬ 
randum to the National Commission on Labour that 
such staffing studies of Government offices as have been 
carried out by the Staff Inspection Unit of the Ministry 
of Finance have revealed surplus staff of the order of 
15 to 20%. They have added tha,t “there was evidence 
to show that certain jobs on the Railways could be 
performed with less staff if there were adequate stan¬ 
dards of performance with suitable mechanisation.” 

4. This brings us to a consideration of some of the 
measures which should be taken to cut down staff 
expenditure and improve efficiency in Government 
departments. These two objectives are not mutually 
inconsistent. On , the contrary, over-staffing leads to 
inefficiency in public service, as idle staff have a demo¬ 
ralising influence on the hardworking and conscientious 
sections. 

5. The adoption of the pooled messenger system in 
preference to the peon system in Government offices 
has been a constant and recurring theme of many 
Committees and Commissions. Thus, the Indian 
Retrenchment Committee 1922-23 and again the 
Economy Committee, 1948 (Kasturbhai Lalbhai) had 
referred to the employment of peons on a very generous 
scale in the Secretariat and in the attached offices. 
The Report on the Reorganisation of the Central 
Government (R. Tottenham) 1945-46 had recommend¬ 
ed “a considerable reduction in the number of Assis¬ 
tants and increase in the number of officers”. Another 
direction in which fruitful economics will be possible 
is the abolition of the posts of helpers to assist skilled 
workers in workshops as well as outside. This again 
appears to be a relic of the past and cannot be justified 
under present-day conditions when a helper costs ten 
times as much as he used to cost 40 years ago. 

6. In regard to the Secretariat, there has been a 
consensus of opinion that there should be a reduction in 
the levels of consideration and decision-making and 
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also in the number of persons or departments respon¬ 
sible for taking a decision. The Pilot Section Scheme 
and Oilicer-oriented Scheme have been in force in some 
Ministries. The Administrative Reforms Commission 
has *recommended a modified version called the “Desk 
Officer System”. We endorse this recommendation 
which should be followed by such changes in recruit¬ 
ment procedures and personnel deployment as are found 
necessary for the success of the new system. 

7. It seems to us that there is a direct relationship 
between office procedures and systems of work and the 
pattern of staffing. What may be regarded as the 
normal staff requirement on the basis of prevailing 
methods and organisation of work may turn out to be 
excessive staff on the basis of a different set of proce¬ 
dures and methods of work. There is thus need for 
a regular and systematic review of prescribed staffing 
norms with reference to changing patterns and condi¬ 
tions of work as also for a periodical overhaul of the 
procedures and systems of work with a view to improv¬ 
ing efficiency at minimum cost. 

8. The instruments available to Government for this 
task are mainly three, viz., the Department of Admi¬ 
nistrative Reforms under the Cabinet/Secretariat, the 
Staff Inspection Unit under the Ministry of Finance and 
the Organisation & Methods and Internal Finance 
branches in each Ministry. The Estimates Committee 
on Public Services had fobserved that the Staff Inspec¬ 
tion Unit had not been able to achieve the objective 
of economy by increasing efficiency. The Administra¬ 
tive Reforms Commission also has observed that the 
existing agencies have not proved sufficiently effective 
and that “they have been fully absorbed by the admi¬ 
nistrative octopus”. We are of the view that these 
instruments of control should be strengthened and their 
range of activity diversified. The use of outside 
management consultants for this purpose would also be 
useful. 

9. The scope for economy and for improving effi¬ 
ciency is perhaps greater in those departments which 
employ very la,rge complements of staff, often dispersed 
over numerous field offices. We, therefore, suggest 
that without confining the scrutiny of staff requirements 
only to the Central Secretariat and the Administrative 
Offices, the large organisations, such as the Railways 
and the Posts and Telegraphs Department should also 
be given close attention. We feel that there is addi¬ 
tional justification for doing so, because they are quasi¬ 
commercial in character and also perform operational 
functions. As we have already pointed out, the 
Government has itself conceded that certain jobs on tne 
Railways could be performed with less staff. It may 
be considered how far introduction of mechanised track 
maintenance, automated marshalling yards, improved 
signalling and telecommunication facilities for better 
traffic control etc., could be adopted under present-day 
conditions on the Indian Railways so as to improve 
efficiency, reduce manpower and also effect savings. 
Of course, the justification for automation should be 
based not merely on staff savings but also on the over- 


* Paragraphs 126 to 133 of the Report on the machinery of the 
Government of India and its procedures of work. 

fNinety third Report of the Estimates Committee on Public 
Services (Third Lok Sabha) 1965-66. 


all cost of the scheme and should take into account the 
capital investment, interest, depreciation etc. In some 
cases, the savings achieved by staff reduction may be 
small in relation to the capital investment and the over¬ 
all cost. On the other hand, there might be areas 
where with a small capital investment a large economy 
in staff can be achieved. Such areas should be given 
preference in effecting automation. Even without 
mechanisation, it seems to be possible to reduce staff. 
By way of illustration, we would refer to a suggestion 
made to us. by a highly responsible witness. The 
jurisdiction of some Assistant Permanent Way 
inspectors covers only 15 Km. of double track. 
Nevertheless, he is provided with a trolley and four 
trolleymen. We were told that it should be possible 
for an Assistant Permanent Way Inspector to cover 
tnis limited jurisdiction on foot. The suggestion made 
to us is that with the grant of a suitable financial incen¬ 
tive to the Assistant Permanent Way Inspector, the 
privilege of a trolley could be withdrawn with consider¬ 
able reduction of staff, and saving of expenditure 
specially at the higher scales we are recommending. 
Similarly, we understand that there is a system of 
providing peons at residences of certain categories of 
officers, which seems an anachronism. Another instance 
of staff redundancy that was brought to our notice was 
during our visit to the Ordnance Equipment Factory, 
Kanpur. We found that out of about 6,500 workers 
employed in this factory, as many as 1,500 were being 
paid idle money without work. We were told that due 
to fluctuating workload it is not possible to utilise all 
the staff nor is it possible to reduce the staff strength 
as it would be difficult to cope with occasional peak 
loads. The presence of such a large number of staff 
without work cannot but have a demoralising effect on 
the other staff who are put to work. These and similar 
types of wasteful employment should receive attention 
in the search for economy and efficiency. 

10. Part of the over-staffing, particularly in Class III 
and Class IV, appears to be due to the fact that there 
is an avoidable fragmentation of interrelated functions 
resulting in a proliferation of categories which do not 
have full time work. For instance, we were informed 
by an Ex-Member, Posts & Telegraphs Board that in 
the Mail Motor Service Organisation in the Post & 
Telegraphs the usual complement for a mail van is a 
driver, a cleaner and a mail peon. In United Kingdom, 
the practice is for a driver to look after all the three 
jobs. Similarly, on the Railways also there are many 
situations where it should be possible to combine many 
duties in a single person for which at present different 
men are employed. We strongly recommend that the 
existing arrangements should be reviewed by the major 
organisations like Railways, P&T, Ordnance Factories 
and necessary action taken to reduce wasteful employ¬ 
ment. We understand that the departments like the 
Railways and P&T are often not in a position to intro¬ 
duce urgently needed mechanisation or to effect changes 
in methods of work designed to cut down cost mainly 
due to the opposition of the staff unions who fear that 
a shrinking of the base cadre would enta,il reduction of 
the higher grade promotion posts which are linked to 
the size of the base cadre. We feel that in suitable 
cases the present close nexus between the promotion 
posts and the base grade should be loosened and an 
assurance given to the staff that existing promotion 
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prospects would not be affected due to a reduction in 
the number of posts in the ba,se grade. 

11. One of the eminent witnesses whose opinion is 
entitled to special weight said in the course of his oral 
evidence that there was an urgent need to look into the 
working of the Armed Forces in view of the consider¬ 
able scope for economy without in any way affecting 
the fighting potential or the efficiency of the Armed 
Forces. We endorse this suggestion. 

12. Much of the over-stalling can be attributed to 
the pervasive system of checks and cross checks 
enforced in Government departments, before action 
even of a simple kind can be taken. This needs to be 
replaced by a system where the points of control are 
few but effective. Also there should be a greater 
measure of trust by Government in its own employees 
and those who abuse or misuse the trust should be 
exemplarily dealt with. This course would be more 
conducive to efficiency a,nd economy in the long run 
than the institution of elaborate checks and counter¬ 
checks with its resultant defects of over-staffing and 
diffusion of responsibility. Certain other consequences 
have been inadequate pay-scales, recruitment of poor 
human material, clogging of the administrative machine 
and its slowing down and general ineffectiveness. These 
trends by interaction can be mutually re-inforcing, and 
deserve urgent attention, so that they can be reversed. 

13. We would like to close this section by stating 
that the Government should only employ such numbers 
on its own pay roll a,s is considered essential for the 
proper discharge of its functions. The paramount 
consideration should be the needs of the organisation. 
The endeavour should be to build up a relatively small 
but efficient and responsive governmental machinery, 
where the accent should be more on quality than on 
quantity. The overall wage bill depends primarily 
upon the numbers employed and the average salary. 
If the latter goes up, then its impact on the budget and 
on investment can be kept in check by reducing the 
numbers. We do not, however, advocate reduction in 
numbers merely for its own sake. We would emphasise 
that it is certainly not our intention to suggest retrench¬ 
ment as such. We are of the view tha,t it should be 


possible to curb excessive proliferation of staff by cur¬ 
tailing fresh recruitment and confining it only to meet 
the essential needs of skilled and technical staff, or to 
maintain the strength of the organised services at the 
appropriate levels. We would also advocate that the 
essential manpower requirements for the implementation 
of different Plan schemes should be met as far as pos¬ 
sible by internal redeployment of existing staff rather 
than by fresh recruitment. It should be possible gra¬ 
dually to work off the present surpluses by not filling 
in vacancies occurring due to normal wastage, and by 
the additional staff requirements arising from the imple¬ 
mentation of Plan schemes and other growth points. 
The full financial effect of the new scales of pay that we 
have recommended will build up over a period of years. 
We are of the opinion tha,t the budgetary impact of 
these new scales can, and should, be moderated in the 
meanwhile by controlling the numbers of staff employ¬ 
ed, both in the Plan and non-Plan sectors. This implies 
that the Government should exercise the maximum 
stringency in sanctioning additional posts. 

14. The number of educated unemployed is appro¬ 
ximately 2.6 million* and that of uneducated un¬ 
employed is round 3.3 million*. It may be feared 
that any steps taken by the Government to economise 
on staff may react on the employment possibilities in 
future. This fear is, however, baseless. For, any saving 
in the total wage bill on the part of the Government 
could be more fruitfully utilised for giving relatively 
more productive employment elsewhere. In fact, the 
solution of the unemployment problem in the country is 
not to absorb labour in the Government sector irrespec¬ 
tive of needs but to create conditions under 
which more labour can be employed for productive 
purposes, within or outside the Government. As 
pointed out by the International Labour Organisation 
(The World Employment Programme), “the three 
pillars of a strategy for fuller employment are 
rural development, labour-intensive public works pro¬ 
grammes, and the reduction of the capital intensity 
of industrialisation”. This necessarily implies a 
shift in investment towards economically sound 
labour-intensive industries rather than to capital inten¬ 
sive industries. 


B. CONTINUING MACHINERY FOR CADRE REVIEWS AND PAY REVISION 


15. One of the difficulties faced by us was the 
lack of adequate, reliable and up-to-date information 
on matters relating to some of our terms of reference. 
Although the Pay Research Unit under the Ministry 
of Finance (which was subsequently transferred to 
the Pay Commission’s Secretariat) had collected in¬ 
formation on scales of pay and certain other related 
matters, which provided us with the basic data to 
begin our work, nevertheless, we had to call for fresh 
statistical information on various matters. The col¬ 
lection of up-to-date statistics and data concerning 
the functions, recruitment qualifications, promotion 
avenues, and pay scales of various posts under the 
Government and their tabulation took almost a year. 
We feel that a Pay Body should not be burdened with 
the task of collection and collation of such informa¬ 


tion which should be made available to it in a pro¬ 
cessed form from its very inception. This would be 
possible only if a permanent machinery is created for 
the purpose, adequately staffed and charged with the 
responsibility of collecting on a systematic basis in¬ 
formation relating to wages and salaries, functions, 
duties and responsibilities, qualifications etc. of vari¬ 
ous posts in the Government and in the public and 
organised private sectors so as to enable valid com¬ 
parisons being made. It would be necessary to 
collect in addition to information regarding pay 
scales, reliable and comprehensive data concerning the 
fringe benefits provided, such as bonus, reimbursement 


♦As on June, 1972 on the live registers of Employment 
Exchanges. 



32 


of medical expenses and children’s education fees, 
housing etc., in the public and private sectors. 

16. Apart from the collection of information 
regarding pay scales and fringe benefits etc., the 
Pay Research Unit should also compile related data 
in regard to the number and categories of staff cover¬ 
ed by various schemes, which have a l bearing on 
service conditions, e*g., medical benefits, housing and 
holiday homes, etc. and make a cost-benefit analysis 
of such schemes. In short, the Unit should function 
not only as a central clearing house of information 
but also coordinate and evaluate the data with a view 
to advising other agencies who are charged with the 
task of formulating policies in regard to salaries and 
other conditions of service. The success of this Unit 
will, therefore, depend to a large extent on the 
administrative arrangements that are ma,de to ensure 
smooth flow of up-to-date information to and from 
the Unit. If there are difficulties in voluntarily col¬ 
lecting the relevant data, which should be both reliable 
and comprehensive, from the public and private sectors, 
Government may consider the desirability of enacting 
suitable legislation for the purpose. 

17. We were struck by the sense of grievance of 
members of the various services with regard to the 
cadre management, particularly the problem of stag¬ 
nation resulting from inadequate promotion prospects. 
We feel that in order to remove this particular griev¬ 
ance, the different aspects of cadre management of 
the various services or cadres should be periodically 
reviewed by a central agency on a systematic basis. 
A beginning in this behalf could be made with the 
All India Services and Class I Services. As further 
experience is gained, this could be extended to the 
Class II and Class III Services also in due course. 

18. We have earlier* recommended that the Gov¬ 
ernment should make use of job evaluation techniques, 
making a cautious beginning as an experimental 
measure with the industrial workers in the Government 
of India. Depending on the results achieved, the 
techniques could be extended to other areas and 
categories. The machinery for carrying out the task 
should be integrated with the Pay Research Unit, 
though we would emphasise the need for associating 
outside experts with this work, till such time as the 
Government is able to build up its own cadre of 
experts. 

19. Our experience has convinced us that the system 
of periodically revising the pay structure and condi¬ 
tions of service of the Central Government employees 
on the recommendations of a Pay Commission is 
not a very satisfactory one. We feel that even broad 
judgements in these matters should be based on more 


♦Chapter 5 Principles of Pay Determination. 


detailed information and a much closer analysis of the 
relevant data. This is not possible when a Pay Com¬ 
mission is required to make recommendations on the 
pay scales and conditions of service for such a large 
number of employees within a limited period. 

20. it is possible that after 1st January, 1971 many 
new posts may have been created and certain scales 
of pay may have been revised. Although every 
attempt has been made to keep track of changes that 
have occurred from time to time, it is not unlikely 
that comprehensive information may not have been 
supplied to us. If any posts have not been covered 
by us either specifically or in our general recommen¬ 
dations, we would suggest that the Government should 
allot these posts one or other of the standard scales 
recommended by' us which appear to be most appro¬ 
priate. Since we have not gone by straight conver¬ 
sions but have been guided primarily by the duties 
and responsibilities and the qualifications prescribed 
for the posts, it will be necessary, when allotting the 
appropriate scales, that there should be a central focal 
point to ensure that the right replacement scales are 
applied. 

21. We would, therefore, suggest the creation of a 
standing ‘**Body on Pay and Cadre Management’. 
This Body should be headed by a serving or a retired 
judge of the Supreme Court or High Court and should 
have four non-official members who have had experi¬ 
ence of problems connected with pay determination, 
job evaluation, personnel management and other 
allied matters. Its function should be to advise the 
Government on the following matters :— 

(i) Cadre reviews. 

(ii) Regarding of any class of employees based 
on the results of job evaluation studies. 

(iii) Pay revision of any class of employees either 
on its own motion or on a reference from 
the Government. 

(iv) Creation of new scales not provided in the 
pay structure. 

(v) Determination of pay scales of employees 
who might not have been covered in our 
Report. 

22. As we view it, the Government will consult 
this Body before proceeding to revise the pay of any 
group of posts or create a new scale. This would help 
coordination and avoid proliferation of scales of pay, 
as happened during the period intervening between 
the Second and Third Pay Commissions. It will also 
facilitate the evolution of a rational pay structure. 


♦♦The Member Secretary has expressed his reservations on 
some features of this recommendation in his note of dissent. 
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CHAPTER 67 


I. DATE OF EFFECT OF OUR RECOMMENDATIONS ON PAY AND PENSION 


While paragraph 4 of our terms of reference re¬ 
quires us to indicate the date from which any interim 
relief recommended by us should take effect, there is 
no similar requirement as regards our recommenda¬ 
tions on pay scales and other matters. Most of the 
unions and associations have, however, represented 
that our recommendations on pay scales and pension¬ 
ary matters should be made effective from a retros¬ 
pective date. We have carefully considered this de¬ 
mand and feel that since the first interim relief took 
into account not only the increase in the cost of living 
but also various other factors, and thereafter two 
further instalments of interim relief have already been 
given to the Government employees, the scales of pay 
recommended by us should be made applicable from 
the 1st March, 1973. 

2. We have also given thought to the question 


whether the recommendations on pensionary benefits 
should be given some retrospective effect. As indicat¬ 
ed in Chapter 1, the Government has announced that 
it would consider grant of relief to the existing pen¬ 
sioners in the light of the retirement benefits re¬ 
commended for the serving Government employees. 
Further, as we are required to make our recommenda¬ 
tions for the. serving employees only, it would not be 
appropriate for us to recommend grant of relief to 
any group of pensioners. We accordingly recommend 
that our recommendations on pensionary benefits 
should also be made applicable to those Government 
employees who retired on or after 1st March, 1973. 
In respect of these employees the emoluments for 
computing the pensionary benefits should include, 
in addition to pay and dearness pay (wherever appli¬ 
cable), the dearness allowance and interim reliefs 
drawn by them. 


II. FIXATION OF PAY IN THE PROPOSED SCALES 


3. Most of the unions and associations have de¬ 
manded that the pay in the proposed scales should be 
fixed on a point to point basis. The First Pay Commis¬ 
sion had recommended a formula of pay fixation which 
gave weightage to the length of service by providing 
for the grant of one increment for every three comp¬ 
leted years of service, subject to certain ceilings on 
the amount of benefit. The Second Pay Commission, 
on the other hand recommended “point-to-point pay 
fixation with the stipulation that the benefit on fixa¬ 
tion of pay in the revised scales should not exceed 
certain amounts specified by it for the various pay 
ranges. In effect this stipulation acted as a major 
constraint on the operation of the “point-to-point 
pay fixation formula. 

4. We feel that a point-to-point pay fixation for¬ 
mula would virtually amount to giving retrospective 
effect to the scales of pay proposed by us. Moreover, 
it would also involve an unconsionable increase in 
pay for the serving employees and, therefore, be 
very costly. We are, therefore, unable to accept the 
demand for a point-to-point pay fixation in the pro¬ 
posed scales of pay. 

5. We have examined the question whether a for¬ 
mula similar to the one recommended by the First 
Pay Commission could be adopted. We find that on 


account of the operation of the existing scheme of 
dearness allowance which provides for varying 
amounts of dearness allowance related to different 
pay slabs, adoption of such a formula would result in 
wide variations in the quantum of benefit to the em¬ 
ployees in the various pay scales and even on diff¬ 
erent stages in the same pay scale. Further, under 
such a formula the benefit at the higher stages in 
some of the scales would be disproportionately more 
than at the middle or the lower stages. There are also 
difficulties in the application of this formula both 
where we have broadbanded the existing scales and 
in cases of substantive/officiating appointments, etc. 

6. Having regard to all these considerations, we 
have come to the conclusion that the formula for 
fixation of pay in the proposed scales should be such 
as would confer a minimum increase in pay to all the 
existing employees subject to certain upper limits. 
Further, it should not lead to much administrative 
and accounting work. Accordingly, we recommend 
that pay of the employees drawing pay up to. and 
including Rs. 1800 per mensem only in the existing 
scales should be fixed in the revised scales in the 
following manner :— 

(a) An amount representing 5% of the existing 
pay (whether substantive, officiating or 
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acting), subject to a minimum of Rs. 10 and 
a maximum of Rs. 50, should be added to 
the existing emoluments of the employees. 
If this results in a fraction of a rupee, the 
fractions of 50 paise and above should be 
rounded ofE to the next higher rupee and 
those below 50 paise should be ignored. 

(b) After the addition of the aforesaid amount 
to the existing emoluments, the pay should 
be fixed in the proposed scale at that stage, 
if there happens to be one, or at the stage 
next above the emoluments so computed. 

(c) If the minimum of the proposed scale is 
more than the pay admissible under (b) 
above, the pay should be fixed at the mini¬ 
mum of the proposed scale. 

(d) If the formula results in the pay being fixed 
at a stage higher than the maximum of the 
proposed scale, the pay should be fixed at 
the maximum of the proposed scale only. 

(e) The existing emoluments should comprise 
the following :— 

(i) Pay (whether substantive, officiating 
or acting). 

(ii) Dearness Pay. 

(iii) Dearness Allowance. 

(iv) Interim Reliefs. 


(ii) Where the existing special pay is not 
considered justified, and a higher scale 
of pay has not been proposed, the 
existing special pay can be treated as 
part of existing emoluments only if the 
same is at present taken into account 
for pay fixation on promotion/transfer 
to another post. 

(iii) Where the existing Special Pay is to 
continue at the same rate, or at a differ¬ 
ent rate, even after the adoption of the 
proposed scale, pay on the proposed 
scale should be fixed in the normal 
manner without taking the old Special 
Pav into account. In such cases. Spe¬ 
cial Pay should be treated as a separate 
entity, and allowed in addition to the 
new pay. 

If in any case except where the pay is fixed at the 
minimum of the proposed scale, the benefit on fixa¬ 


tion of pay in the proposed scale is more than Rs. 100, 
an amount of Rs. 100' only should be added to the 
existing emoluments and the pay fixed either at the 
same stage, if there happens to be one, or the stage 
next below in the proposed scale with the balance 
being treated as personal pay to be absorbed in future 
increments. 

7. As regards employees drawing pay above 
Rs. 1800 per mensem in the existing scales, we re¬ 
commend that their pay in the proposed scales should 
be fixed under the Fundamental Rules 22, 23 and 
the relevant Audit Instructions. 

8. In all cases of fixation of pay in the proposed 
scales, the next increment in these scales, if annual, 
should be given on the anniversary of the last incre¬ 
ment and, if biennial, it should be given on the second 
anniversary of the last increment. 

9. All employees should be given an option to come 
over to the proposed scales after earning the next or 
any subsequent increments in the existing scales. How¬ 
ever, in such cases, the pay in the proposed scales 
should be fixed under fundamental rules and not under 
the special pay fixation formula recommended above. 

10. At present concordance tables have been pres¬ 
cribed relating the various stages in the pay scales to 
the specified years of service in respect of the All 
India Services and some of the Class I Central Services 
including certain Engineering and Scientific Ser¬ 
vices. As the fixation of pay on a point-to-point 
basis is not being recommended, the formula recom¬ 
mended above should apply in all these cases also and 
the concordance tables should be regarded as being 
held in abeyance so far as the fixation of pay in the 
proposed scales of the existing employees is concerned. 
These tables should, however, apply for the fixation 
of pay of those recruited or promoted on or after 1st 
March, 1973 as also to those who have yet to earn 
the first increment. The benefit of fixation of pay 
as per concordance to the length of service should 
normally be available on further promotion to the 
next higher rank provided that this does not have the 
effect of the officer promoted later becoming entitled 
to a higher pay than the officers already holding that 
rank. In such a case, the pay on promotion will be 
fixed as per rules normally applicable to civilian 
officers. 

11. For doctors we have recommended fixed 
amounts of non-practising allowance related to the 
various pay ranges in the proposed scales, instead of 
the existing practice of paying non-practising allow¬ 
ance as a percentage of pay. Therefore, for the 
fixation of pay of the doctors drawing up to and in¬ 
cluding Rs. 1800 in the proposed scales, the non- 
Dractising allowance drawn by the doctors should also 
be treated as part of the existing emoluments and 
pav fixed in the proposed scales at a stage where the 
revised pay plus revised non-practising allowance are 
e ^al to or higher than the existing emoluments after 
addition of the amounts admissible under the formula 
at para 6(a) above and subject to the restriction 
referred to in para 6(f) above. 

12. We give below a few cases to illustrate the 
manner in which the pay -of the civilian employees in 


(f) The Special Pay, if any, drawn in addition 
to pay on the existing scale should be dealt 
with in the following manner :— 

(i) Where the existing special pay is con¬ 
sidered justified, and a higher scale has 
been proposed in replacement of the 
old scale a,nd the special pay, the exist¬ 
ing special pay should be treated as 
a part of emoluments under sub-para 
(c), and pay in the proposed scale 
fixed accordingly. Clearly there is no 
question of special pay being paid in 
addition. 
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the proposed scales should be fixed under the formula Amount to be added@ 
recommended above 5%of Rs. 1350 subject 

to a maximum of Rs. 50.= 


Example I 
Existing Scale 
Proposed Scale 

Existing emoluments. 


= Rs. 70—1—85 
= Rs. 185—2—193—3—220 



Rs. 

Pay 

79 

Dearness Pay 

47 

Dearness 


Allowance 

24 

Interim Relief. 

29 


1500 

Pay to be fixed in 

the proposed scale. = 1500 p. m . 

Example IV— Pay fixation of a General Duty Officer Grade 
II of the Central Health Service. 

Existing Scale = Rs. 350—25—500—30—830—35 

900 

Proposed Scale = Rs. 700—40—1100— 50—1300 


179 

Existing emoluments 

Amount to be added® 

5% of Rs. 79, subject to 

a minimum of Rs. 10. = 10 


Pay to be fixed in the 
proposed scale 

Example II 
Existing Scale 


Proposed Scale 


Existing emoluments 


Total : 189 p.m. 


189 p.m. 


Rs. 210—10—270—15—450—20— 
530. 

Rs. 425—15—560—20—700— 
25—800. 


Pay 

Dearness Pay 
Dearness Allowance 
Interim Relief 


Rs. 

330 

110 

36 

50 


Amount to be added < 
5% of Rs. 650/- 


Pay to be fixed in the 
proposed scale. 


526 


Amount to be added 

@5% of Rs. 330 = 16-50 



Rs. 

Pay 

650 

Dearness Pay 

120 

Dearness Allowance 

— 

Interim Relief 

m 

Non-practising 


Allowance 


@33-1/3% 

257 


1087* 


32-50 


1119-50 
or 1120-00 

in round 
figures 


Rs. 1140 


OR 


Pay 

Non-practising allow¬ 
ance 


(inclusive 
of non¬ 
practising 
allowance. 

Rs. 

940 

200 


542 -50 
or 543 -00 
in round 
figures 


Pay to be fixed in the 

proposed scale = 545 p. m . 


Example III 
Existing Scale 
Proposed Scale 

Existing emoluments 


Rs. 1100—50—1400 
Rs. 1300—50—1700 

Pay 

Dearness Allowance 


Rs. 

1350 

100 


1140 


13. In this chapter, we have only attempted to 
give a general indication of how, in our view, pay 
should be fixed on the proposed scales.' We appre¬ 
ciate that there are likely to be many cases with spe¬ 
cial features and that a pay fixation formula cannot 
cover all such cases without giving rise to some ano¬ 
malies. We think that the Government should rectify 
such anomalies as and when they come to light by 
issuing special orders, and fixing the pay of any par¬ 
ticular person or group of persons at a stage which 
it finds just and proper. 


♦Existing ' emoluments calculated as per the Ministry 
of Finance O.M. No. 1 (34)-E. II (B)-68, dated 15-7-1969. 


1450 
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III. COST OF OUR RECOMMENDATIONS 


14. As indicated in our interim reports, the cost of 
the three instalments of interim relief recommended 
by us would amount to about Rs. 175.91 crores per 
annum. We have attempted to indicate below the 
immediate cost of our recommendations relating to 
the scales of pay, pensionary benefits and other 
matters, wherever it has been possible for us to do so 
on the basis of available data:— 


Rs. in 
crores 
per 

annum 


1. Proposed scales of pay for civilian employees . 60-50 

2. House Rent Allowance ..... 22-00 

3. Compensatory (City) Allowance . . . 2 -38 

4. Retiring pension and gratuity . . . , 11-80 

Total . . . 96 -68 

5. Plus 10% for Union Territory Employees . 9-67 

6. Armed Forces Personnel.38-25 


Grand Total . . . 144-60 


15. We have not attempted to work out the 
average cost of the proposed scales of pay on a long 
term basis. The cost of Rs. 60.50 crores indicated 
above is the immediate cost for a full year on re¬ 
fixation of pay in these scales as per the formula of 
pay fixation recommended by us. 

16. Our estimate of the additional cost in respect 
of house rent allowance presupposes production of 
rent receipts by all employees including those who are 
now exempted. To the extent such receipts are not 
produced, there will be a commensurate reduction in 
our estimate of the additional cost. 

17. It has not been possible for us to indicate the 
additional cost in respect of the improvements sug¬ 
gested in the other compensatory allowances as com¬ 
plete information in regard to the number of persons 
in different pay ranges in receipt of these allowances 


is not available. It has also not been possible for us 
to estimate the additional cost on account of the im¬ 
provements recommended by us in the schemes relat¬ 
ing to the educational facilities for the children of the 
Central Government employees, as, while suggesting 
improvements in respect of some of these facilities, 
we have also suggested a modification of the existing 
principle governing the grant of the Children’s Edu¬ 
cation allowance. Similarly, we have suggested res¬ 
trictions on the payment of overtime allowance in 
future, which should result in some savings. 

l£ The additional cost of Rs. 11.80 crores in res¬ 
pect of retiring pension and gratuity has been estimat¬ 
ed on the basis of the anticipated retirements of civi¬ 
lian employees during 1973-74. Although we have 
suggested improvements in the rates of family pen¬ 
sion, extraordinary pension and invalid pension, it is 
not possible to indicate the cost thereof as these pen¬ 
sions are of a contingent nature and are admissible 
under special circumstances only. We have also 
suggested some improvements in regard to payment 
of terminal gratuity to temporary and quasi¬ 
permanent employees for which also it is not feasible 
to estimate the cost in the absence of dependable data. 

19. For want of required information it is difficult 
to quantify the additional cost in respect of improve¬ 
ments in other allowances and facilities such as leave 
travel concessions, travelling and daily allowances, 
extension of Central Government Health Service 
Scheme, risk allowance, improvements in the rates of 
special pays for certain categories of employees. 

20. In the absence of complete data relating to the 
employees of Union Territories, the cost of Rs. 9.67 
crores has been estimated on the basis of 10% of the 
cost for the other Central Government employees as 
had been done by us earlier in the interim reports 
also. 

21. The detailed break-up of the cost of Rs. 38.25 
crores in respect of the Armed Forces Personnel has 
been given in Chapter 54. 
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NOTES OF DISSENT 

Wherever members have dissented from the recommendations of the 
Commission, these have been indicated in the appropriate places in the body of 
the report. However, regarding clerical, clerical supervisory and workshop 
scales, this was not possible because the final decision of Prof. A. K. Das Gupta 
and Prof, Nihar Ranjan Ray to disagree was known only after the whole Report 
was stencilled. 
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A NOTE OF DISSENT 

by 

PROF. A. K. DAS GUPTA & PROF. NIHAR RANJAN RAY 


I. General Approach 

The immediate context in which we have felt im¬ 
pelled to submit this note of dissent is the Commis¬ 
sion’s decision concerning the pay scales of workshop 
categories at one end and, at the other end, of the 
Indian Administrative Service and Indian Foreign 
Service (henceforth to be abbreviated as IAS and IFS— 
or, on the principle of equivalence, simply, IAS). We 
would, howe%'er, preface our note with remarks on 
certain matters of principle and of social attitudes to 
which we subscribe and which are relevant to the 
issues that separate us from our colleagues. 

2. First, we attach importance to the pay structure 
in a society not merely as provision for the needs of 
employees or as stimulus to efficiency, but also as an 
instrument of social change. Ever since we took up 
our assignment at the Pay Commission we have been 
struck by certain incongruities in the pay structure in 
the Government of India. And we have felt that, while 
the economic constraints are such as would not permit 
any appreciable improvement in the general level of 
pay scales, a good deal could be done by way of read¬ 
justments in the relativities in the pay structure. In 
a free market relative wages are supposed to reflect 
a system of individual preferences. In a controlled 
economy, relative wages may be made to register a 
pre-determined system of social preferences. A Pay 
Commission whose terms of reference are limited to 
Government employees alone is no doubt an inadequate 
instrument of social change; we would need an over-all 
Wages-and-Incomes Commission. Yet we feel that the 
Government, being the largest single employer of 
labour, might operate as a price-leader rather than a 
price-taker and check the wayward movements that are 
taking place in the rest of the organised market. We 
take the view that the svstem of social preferences to 
which the pay structure is to be related is already im¬ 
plicit in the policy of planned economic development to 
which the Government of Tndia has committed itself. 
Are not knowledge and skill considered to be among 
the essential prereauisites of economic growth ? 
While our Government has launched a programme of 
rapid economic development and while science and 
technology have been accorded a priority in the pro¬ 
gramme. our scientists and technologists, we fear, are 
vet to receive the order of valuation that they deserve. 
The matter may be looked at from the point of view 
of two broad categories 1 . 

(i) In our scheme of social valuation, workshop 
categories rank higher than the corresponding clerical 
staff. We feel stronglv that relative wages have to be 
tilted in favour of the workshop categories, if an 
adequate supply of skill is to be forthcoming to meet 


the growing needs of the economy. But our concern 
for the skilled worker transcends the immediate pro¬ 
blem of wages. We see in the improvement of the 
status of the workshop staff the possibility of a change 
in our social order and, in particular, in our pattern 
of education. We view with alarm the present craze 
for graduation and the growing congestion in our uni¬ 
versities. We are anxious to see that our boys con¬ 
sider it worthwhile moving away from universities 
over to workshop training centres and polytechnics, of 
which there should be many more in our country than 
we have to-day. The Commission has paid lip-service 
to our concept. Some little edge appears to have been 
given to a few of the workshop categories vis-a-vis the 
corresponding clerical staff. But the consideration 
shown seems to us to be somewhat grudging and is 
certainly not enough for the purpose we have in view. 

(ii) At the upper end, too, we are concerned about 
the relative position of scientists and technologists vis- 
a-vis the administrators. Considered in relation to IAS, 
the Class I Scientific and Technical Services occupy a 
distinctly inferior position, both in respect of 
pay scales and in respect of career prospects. So much 
so that, with all the revision that the Commission has 
done in the pay scales of these services, they could not 
be brought anywhere near parity even with the existing 
scales of IAS, when account was taken of what is 
euphemistically called “special pay’’ which "the latter 
enjoy almost universally. 

3. Secondly, as regards the differential in the pay 
structure between the maximum and the minimum, 
on which a good deal of attention has been paid by 
the Commission, we wish to emphasise that the problem 
is not merely one of maximum and minimum pay, it is 
also one of the maximum and minimum pay scale. 
Following the approach of the Associations, the Com¬ 
mission has concentrated on the former. And all that 
it has done is to keep the highest pay intact and to 
raise the lowest pay, so as to reduce this difference to 
the maximum extent possible, consistently with the 
possibilities of resource mobilization. Our approach 
would be substantially different. While we agree to 
decision of the Commission concerning the highest and 
the lowest pay, and while we would urge that the lower 
pay ranges should be reviewed at intervals as the 
country’s per capita income level shows appreciable 
improvement, so that the differential between the two 
is reduced still further, we would fix our eyes also 
on the contrast between the highest and the lowest pay 
scales. The relevant comparison is not merely between 
two points, it is also between two ranges. 

4. Thirdly, we abhor discrimination in any form 
except in so far as it is used as an egalitarian policv. 
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There are privileges that certain departments (Railways, 
for example), or certain classes of employees (Doctors, 
for example) enjoy under the Government. We are in 
principle opposed to these privileges, even though they 
appear to be sanctified by tradition. Discrimination, 
where it was found to be conspicuous, has been mode¬ 
rated by the Commission. But we cannot claim that 
it has been removed. We have been reminded again 
and again that we are not writing on a clean slate, tnat 
the previous Pay Commissions and the Government had 
taken certain decisions or allowed certain institutions 
to continue with full knowledge of facts and situations 
and that there were certain practices and conventions 
in Government from we would be ill-advised to 
depart. This is an approach to which we find it diffi¬ 
cult to pursuade ourselves to subscribe. 

5. Finally, we cannot also pursuade ourselves to 
believe that on this matter of wage fixation, a policy 
of slow gradualism would be of much avail. If a change 
in the wage structure is to have an impact upon society 
it has to be a visible change. 

IL Constraints 

6. In constructing a framework for pay fixation we 
have to recognise the severe constraints w ithin which we 
hna ourselves wording. We underline here two of tnese 
constraints. One is imposed upon us from outside and 
tne other is in a sense our own creation. The concept 
of a minimum wage cannot be aostracted from me 
general economic condition of the country. Here is a 
country which presents a paradoxical spectacle of an 
economy in which the minimum wage, even as it is, m 
the organised sector, is higher than the average earning 
of the labouring population taken as a whole. The 
organised sector is able to sustain itself only at the 
expense of the unorganised sector where a large chunk 
of the labour force is still agreeing, without protest, to 
remain under-empioyed or wnoiiy unemployed, if tnese 
latter had also demanded employment at the so-called 
‘need-based’ minimum wage, then, productivity remain¬ 
ing more or less what it is, the entire economy 
would collapse. It is remarkable that the Government’s 
own rate for the daily wage earner is only Rs. 4.50 
per day, without any consideration for holidays, without 
any allowances and without any medical facilities. The 
maximum that these workers can earn is therefore 
Rs. 112 per month, having regard to the number of 
holidays in a month. Considering all this, we do agree 
that the Commission has gone to the utmost limit in 
fixing the lowest pay scale, which relates to the un¬ 
skilled category. Pull from the unemployed and the 
under-employed is thus a constraint that sets the mini¬ 
mum pay scale. 

7. While, however, the economy is characterised in 
general by poverty and unemployment, there exist in 
its midst sectors which are maintaining an artificially 
high level of prosperity. Th© organised private sector 
in our economy enjoys a sheltered market, with cus¬ 
tomers, including its own top employees, having 
enough finance with which to feed it in a sumptuous 
manner. Monopoly and large distributional inequali¬ 
ties are the props on which this sector subsists, and it 
offers its managerial staff a pay which is unconscionably 
high,—not unoften going beyond Rs. 10,000 per month. 
And then there are the public sector corporations whose 
activities are similar in character to those of private 
firms and where also an artificially high wage structure 


has evolved over the years. It is with these that the 
Government employees want themselves to b e com¬ 
pared. Whether, considering the differences in the 
nature and conditions of service, any comparison bet¬ 
ween these sectors would be “fair” or not is a matter 
on which we, together with our colleagues, have ex¬ 
pressed ourselves in the Report. We cannot deny that 
some comparison between these sectors is obvious. And 
while we would not push up the top pay scale in the 
Government, we allowed ourselves to concede that it 
may not be brought down. This, then, is the other con¬ 
straint that we impose upon ourselves, a constraint 
which sets the ceiling in our framework. 

8. We accept this latter constraint reluctantly. That as 
high a pay as Rs. 10,000 per month (or more) should 
be allowed to persist in a developing economy like ours 
is an enigma to us. As we view the matter, it is be¬ 
cause sucn high pay is maintained at the top that the 
base has to be jacked up, if only as a concession to 
populist demand. We would go out of our way strongly 
to urge that an appropriate ceiling on pay be introduced 
for the entire organised sector, for tne economy to be 
relieved of the pressure that it can ill-afford to bear. 
Yet in so far as this does not happen, for our 
limited purpose we have to take the pay structure out¬ 
side tne Government as a datum. 

Ill. Ratio between M aximum and Minimum 
Fay Scales 

9. There is no clear-cut criterion in terms of which 
one couia say wuat snouid be an appropriate ratio 
between maximum and minimum pay or pay scales. 
The problem delies economic analysis. In general the 
ratio tends to be. relatively nign in an under-developed 
country wnere tne level oi mgner education in many 
heios is yet not commensurate witn the needs of econo¬ 
mic development and wnere therefore tne supply oi 
necessary expertise is disproportionately scarce. It 
sometimes nappens in sucn countries mat expertise in 
various herds nas to be imported from more advanced 
countries where the genera) levels of pay are higher, 

with the result that whatever expertise is available with¬ 
in the country has also to be paid at rates higher than 
would be warranted by tne paynig capacity oi tne 
country. The higher pay scale in such cases is in 
effect fixed externally at the international level; it thus 
gets out of line with the level associated with purely 
indigenous labour which may be in abundant supply. 

10. Conditions in India are different. Whatever 
deficiencies India may have in other fields, there is 
little evidence that it suffers from a shortage of trained 
personnel. The boot, on the other hand, is on the 
other leg. If the concept of an international pay level 
is at all to be invoked here, it is not to permit import 
of foreign expertise but rather to prevent the export of 
our own expertise; the so-called “brain drain” is a 
phenomenon to reckon with in our country. While, 
however, there are transfer of our own trained per¬ 
sonnel, especially scientists and technicians, to foreign 
countries, there is considerable unemployment, too, 
among the university graduates, not excluding those 
belonging to science and technology. It so happens 
that since independence, and, particularly, since plan¬ 
ning started, the growth of universities and higher tech¬ 
nical institutions in our country has outstripped the 
growth of the economy, as the figures in Annex 1 will 
indicate. Relatively to our requirements, we have thus a 
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fairly adequate supply of trained personnel. In plan¬ 
ning the ratio between the maximum and minimum 
pay scales, therefore, our Government ought rather to 
follow the pattern obtaining in the advanced 
countries. 

11. If indeed it were a full-fledged Wages and 
Incomes Commission and not one confined to the 
Government sector alone, we would have urged it to 
suggest a general scaling down of top salaries when, 
as it happens, we find ourselves unable, in view of 
the severe economic constraints, to recommend any 
appreciable improvement in the pay scales of the 
bottom layer. The present ratio between maximum 
and minimum in the pay scales of the Central Gov¬ 
ernment is, in our view, intolerably high, and the 
pace of bringing it down would be quicker if an 
attack on both fronts were feasible. If we are pre¬ 
vented from suggesting this two-front attack, it is 
because, as we have seen, there exists an insuffi¬ 
ciently regulated private sector with which the Gov¬ 
ernment competes and where fancy salaries obtain. 
While, however, we grant that a reduction in pay 
scales in the Government sector alone is not a fea¬ 
sible proposition, we do not see how the highest 
among these scales could be permitted to move up. 
It is true that there has been a considerable degree 
of erosion of real earnings of top level Government 
employees over the last few years. The Commission 
is right in pointing to it. While, however, we go 
with the Commission in recording the degree of ero¬ 
sion, we would like also to look back to the base 
with reference to which it is estimated. As it hap¬ 
pens, in 1960, the base year chosen by the Com¬ 
mission in this context, the maximum pay (pre-tax) 
under the Central Government was 117 times as high 
as the per capita income and 37 times as high as the 
minimum pay l 1 Inflation no doubt has been a level¬ 
ler. Yet, even as it is, the highest pay scale in the 
Government of India is high enough, considering the 
standard of comfort that their recipients enjoy in con¬ 
trast with the general standard in the country, for 
which they themselves are supposed to have a res¬ 
ponsibility. 

IV. The Problem of Parity between IAS and 
Class I Services 

12. The question on which we have differed sharp¬ 
ly from our colleagues in the Commission concerns 
the IAS pay scales vis-a-vis those of Class I Services. 
Should the differences that have existed between these 
services over the years be allowed to persist* or 
should some kind of a parity be established between 
them, such as has been asked for by the Associations 
representing the latter? The issue is of crucial im¬ 
portance; even though it concerns only a tiny 
section numerically, the section that it concerns be¬ 
longs to services on whose behaviour the welfare of 
our society very largely depends. 

13. We are strongly of the view that maintenance 
of disparities in these services has done harm to our 
society. Whatever urgency the system might have 
had in the past, in the present state of affairs it is an 


iReport, Chapter 4. 


anachronism. The precedence that general adminis¬ 
tration enjoys today over other services is historical 
—a relic of the colonial regime. The purpose of 
administration under that regime was limited; collec¬ 
tion of revenue and maintenance of law and order 
were accepted as the principal functions of the Gov¬ 
ernment., The coun)try was to be governed, and 
officers, mostly British, were to be commissioned to 
do the job. Specialised services, in so far as they 
existed, were thus treated as subordinate to general 
administration. Conditions have changed* and it is 
time we recognised that they have changed. It is 
absurd, in our view, that a Government which has 
embarked on a comprehensive programme of econo¬ 
mic development and has accepted technical progress 
in its widest sense as the major aim of policy, should 
still continue to accord a lower value to a scientist, 
an engineer or a doctor than it does to an adminis¬ 
trator. We find it hard to sustain the existing dis¬ 
parities also between a specialist administrator 
and a generalist administrator. We may not urge a 
reversal of the his torical pattern. But surely we 
would insist on a proper balance being maintained 
between the various services. 

14. Inequality in pay scales inevitably carries with 
it a certain inequality in status. And this results in 
an inappropriate distribution of responsibilities among 
the various services. Subjects which are the legitimate 
concern of the technician tend to be usurped by the 
generalist, in so far as, in terms of pay scales, the 
latter enjoys a superior status. We feel convinced that 
a large part of the grievance that the Association of 
Class I Services have placed before the Commission 
stems from a conflict of professional jurisdiction. And 
the first step towards the removal of this conflict ap¬ 
pears to us to lie in the removal of disparities in 
pay scales. 

15. It is significant that the Administrative Re¬ 

forms Commission (1969) saw the anomaly in our 
administrative structure and urged in unequivocal 
terms a “rationalisation of the pay structure”, so as 
to bring in a “relative uniformity between different 
scales” in the various services. Having classified the 
services into “general administration”, “specialised 
administration” and “technical and/or scientific admi¬ 
nistration”, the ARC goes on to suggest that “prefer¬ 
ence for the generalist.should give place to a 

preference for those who have acquired competence 
in the concerned field”. 2 We warmly endorse the 
views of the ARC on this matter. We also welcome 
the suggestion of the ARC that the UPSC examina¬ 
tion for recruitment for IAS, IPS and Class I Non¬ 
technical Services should be uniform. This latter is 
indeed a natural complement to our proposal for a 
uniform scale for these services. 

16. The interviews that the Commission have held 
with official and non-official persons and the memo¬ 
randa that it has received on this matter are also re¬ 
vealing. The Chief Ministers whom the Commission 
consulted have, without exception, argued in favour 
of the retention of a differential in favour of IAS. 
This of course is understandable; IAS is the Chief 


2 Cf. Administrative Reforms Commission, Personnel 
Administration, p.12. 
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Ministers’ direct concern, while their acquaintance 
with Central Services is somewhat remote. Among 
official witnesses, while officers belonging to the 
Class l Services, past and present, have almost all 
favoured me removal of disparities, the opinion of 
officers belonging to the Indian Civil Service is divid¬ 
ed—the serving civil servants, all but one, justify¬ 
ing the existing relativity, and the retired civil ser¬ 
vants, all but two, favouring parity. The Commis¬ 
sion also received written memoranda from a num¬ 
ber of prominent persons (including serving civil ser¬ 
vants), a large majority of whom (42 out of 50, to 
be precise) have argued in favour of a uniformity of 
pay scales for IAS and other Class I Services. Our 
own view on the question of parity has thus an over¬ 
whelming support from persons who could judge the 
issue from a distance. 

17. Those who have expressed themselves in favour 
of the continuance of the present disparities between 
IAS and other Class I Services have almost invariably 
argued that the duties and responsibilities of an IAS 
officer are of a specially onerous character. This view 
seems to be endorsed by our colleagues, too. The 
subject is introduced in the Report of the Commission 
with a somewhat hesitant note. It is admitted that 
“it is difficult to make inter-service comparisons of 
duties and responsibilities attaching to different posts 
and the results may not be free from controversy”. 
And yet it is contended, as a matter of special signi¬ 
ficance, that a sizeable proportion of IAS officers 
are engaged in field service where work is becoming 
increasingly complex and arduous. The main thrust 
is on the job of the District Collector. It is observed 
that “for the IAS officer the post of Collector and 
District Magistrate is basic, and constitutes a vital 
stage in his career”. For, it is argued, it is in this 
capacity that an IAS officer gets into touch with the 
multifarious problems of our society, from civil de¬ 
fence to planning and development. 3 

18. Now, it is one thing to say that there are field 
duties for IAS officers which are arduous; it is another 
thing to contend that because of this the service as 
such should receive special treatment in terms of 
higher scales of pay. The question is not one of 
absolute weight; it is one of relative weight to be 
given to one service as against other services. We 
recognise the importance of field service, as our col¬ 
leagues do. But we cannot lose sight of the fact that 
field assignments are an ingredient of other services, 
too, especially the Indian Police Service. It so hap¬ 
pens that an IAS officer serves as a District Collector, 
on the average, only for a period of three years or so 
during his entire career of no less than thirty-five 
years. If {he post of District Collector is to be made 
relatively more attractive, what is indicated is 
not a higher pay scale for the service as such, but 
rather an allowance for just that post. But by the same 
token, one would have to suggest a similar allowance 
also for the post of the District Superintendent of 
Police. It is an irony that it is not these posts, but 
rather the Secretariat posts, to which, in practice, the 
so-called special pay is more generally attached’. 


3 Report, Chapter 11. 


19. Our colleagues argue that parity would require 
a percentage increase in the senior scale of Class I 
Services wiiicn would be out of proportion with the 
increase that we nave proposed elsewhere. To this 
our answer is that we are not proposing any increase 
in the Class I scales at any level beyond what the 
Commission recommends in the Report. Our differ¬ 
ence with our colleagues in this context relates to the 
IAS scale itself. 

V. Basic considerations concerning IAS Scales 

20. We would consider the IAS scales from the 
point of view of (a) the vertical differential between 
maximum and minimum pay scales, and also from 
the point of view of (b) the horizontal relativity be¬ 
tween the higher services in the Government of 
India. 

21. As regards (a), there is a general consensus 
that the ratio between the m aximum and minim um 
pay scales should be reduced as far as possible, con¬ 
sistently with the availability of finance. It is true 
that we do not know precisely what an optimum ratio 
in this context should be. The problem is analogous 
to the problem of optimum population or of optimum 
savings in an economy. One does not know what 
these optima are. And yet, just as one does know 
that in our economy in particular the rate of popula¬ 
tion growth is too high or that the rate of savings is 
too low, one can also say that the ratio between the 
maximum pay and. the minimum pay for Govern¬ 
ment employees is too high, judged by normal stan¬ 
dards. The differences between the top pay and the 
bottom pay in some of the Western countries, with 
which we would want our country to be compared in 
this respect, are supposed to range from 6 to 8. Here 
in the Government of India the prevailing ratio (post¬ 
tax, without account being taken of rebates on trans¬ 
port, provident fund contribution, L.I.C. premium 
etc.) comes to about 14. As regards pay scales, if we 
take the minimum of the more effective part of the 
highest pay scale (the senior scale of IAS), then the 
ratio comes to around 6, whereas, taking the maximum 
of the same scale, the ratio, with the same denomina¬ 
tor, comes to around 10. By normal standards these 
ratios surely are too high. 4 The method that we 
would suggest for bringing these ratios down to what 
may be considered to be an optimum level is to revise 
the Class III and Class IV scales at an interval of, 
say, 3-5 years, giving them a share of the benefit of 
per capita income growth in real terms. Hav ing re¬ 
gard, however, to the problem of the unemployed, 
this benefit should not, we think, exceed the range 
of 20-25 per cent of the increment of per capita in¬ 
come during the relevant period. 

22. As regards (b), we have argued that there 
should be a uniformity in the pay scales between 
IAS and Central Class I Services. So far as the latter 
are concerned, we feel that we have gone as far as 
we could possibly go. In fact, on this matter we 

4 The ratios relate to emoluments, and not pay as such 
However, the numerator excludes special pay. If the special 
pay which is almost invariably associated with the IAS senior 
scale, is taken into account, the latter two ratios would be 
higher still. 
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found ourselves in a dilemma. The Class I scales, 
botn tecnmcal and non-techmcal, are visibly depres¬ 
sed, wnen considered in relation to IAS scales, t hey 
had to be jacked up* We found, however, that in the 
process, as they tended to move towards the IAS 
scales, they moved away from the lower pay ranges. 
It was a oifficult choice for us; was our decision to 
have reference to the top scales or to the scales at 
lower ranges? We decided in favour of the former, 
in conformity with our general thinking that narrow¬ 
ing the gap between the upper scales and lower scales 
—vertical integration, as we may call it—was a process 
which would need periodical revisions of scales at 
lower ranges, it being limited by the availability of 
finance. Horizontal integration at upper levels, as 
we view it, is not so much a question of finance as 
of fairness and efficiency. The former has to wait; 
the latter need not, once its urgency is recognised. 

23. The revisions that we have allowed ourselves 
to recommend for the Class I Services have been 
conceived with reference to the existing emoluments 
of IAS. Any increase in the LAS scales themselves, 
such as has been recommended in the Report, would 
involve a further jacking up of the Class I scales, 
if anything like parity were to be maintained between 
the two. We see no warrant for such competitive 
lifting of pay scales at this high level, when we could 
do so little at the lower ranges. Our colleagues con¬ 
cede that there is a case for “a gradual narrowing of 
the differences” between IAS and Class I scales. 
One may surely ask: Is the best method of narrowing 
the difference to raise both, or to keep the higher 
scale constant and permitting the others to approach 
it? Should not the hare be asked to rest awhile for 
the tortoise to be able more easily to overtake it? 

24. Whether one looks at the question from the side 
of the maximum-minimum ratio or from the side of 
the relative position of Class I Services in general, 
one would thus find it hard to justify any further dose 
of increase in the pay scales of IAS. We have 
agreed to a slight push in the junior scale for IAS, 
along with other Class I Services, so as to bring the 
operative part of it nearer to the beginning of the 
senior scale. Beyond this our disagreement with our 
colleagues is sharp, not only in respect of the level of 
pay but also in respect of its pattern. 

25. We are opposed to the prevailing long senior 
scale for IAS. A long time-scale is bad in any case, 
for it tends to create an unhealthy sense of compla¬ 
cency in an employee. In the case of IAS there is 
an additional reason why it should be discarded. A 
long senior scale for IAS has been responsible for 
the introduction of a system which, in our view, is 
entirely uncalled for, the system of special pay. We 
admit that special pay has its uses in certain contexts. 
In very special circumstances when an employee is 
asked on a purely temporary basis to take up a job 
which is distinctly more arduous than what he is called 
upon normally to do, —as, for example, when a postal 
clerk is asked to take over temporarily as post-master 
in a sub-post office, a special pay is permissible 
by way of a compensation for the extra arduousness 
attached to the job. But to superimpose a system 
of special pay over an otherwise appropriate scale 
merely as a device for ranking posts, as is done in 


the case of IAS, is too much of an extravagance. The 
incongruity of the institution of special pay becomes 
all the more conspicuous when it is viewed against 
the Commission’s decision (righdy taken, we imagine) 
that the system of over-time allowances for categories 
which were included within it after the Second Pay 
Commission should be discontinued. It is to be 
noticed that the levels of special pay, as designed by 
our colleagues in this context, go up to an amount 
which exceeds the maximum of the pay scale of a 
semi-skilled worker. If only to stop this extravagance, 
we would plead for a split senior scale for IAS. 

26. As a corollary of our prescription, we would 
also plead for an abolition of the system of special 
pay for other services for posts in the Secretariat or 
in the Headquarters. It is indeed extraordinary that 
the Central Government should have to offer a special 
pay to coax its own employees from field service 
to the Headquarters or to the Secretariat. There 
is hardly any reason to fear that the withdrawal of 
special pay will be a deterrent to suitable officers 
opting for the latter; it is by no means clear that work 
in the Headquarters or in the Secretariat is more 
onerous than field service. One would imagine that 
it is the other way about. 

27. Much the same consideration applies to IAS 
officers inducted into the Central Secretariat. There 
is no evidence that work at the Centre is less attrac¬ 
tive for IAS officers than work in the States. If special 
pay persists at the Centre at certain levels, it is be¬ 
cause the States have it. Once the States give it up, 
the Centre will find it redundant, too. 

VI. Outr Recommendations 

28. The decks having been cleared, we may now 
turn to concrete proposals. So far as pay scales are 
concerned, as we have staged, our main differences 
with our colleagues concern the worksnop staff on the 
one hand and IAS on the other. 

Workshop Staff 

29. First, the workshop staff. We have already 
stated our views on the place of workshop categories 
in our scheme of social valuation. We place these 
categories above the corresponding clerical categories. 
We hold the view that a person with a middle standard 
certificate and with, say, three years’ training in a 
workshop—the minimum qualification of a '“skilled 
worker”—is socially more valuable than one who is 
just a matriculate and is thus qualified to be recruited 
for the position of a Lower Division Clerk. Similarly, 
we consider a “highly skilled worker”, by the workshop 
terminology, to be socially more valuable than an 
Upper Division Clerk, for whom the minimum quali¬ 
fication, if he is a direct recruit, is an ordinary B.A. 
degree. Simple market considerations would justify our 
assessment-of the relative values of these categories. 
Our discussions with workshop managers in the various 
centres that we visited have convinced us that there is 
a perceptible degree of scarcity of supply of skilled 
workers. On the other hand, the supply of matricu¬ 
lates or of ordinary graduates is plentiful in our coun¬ 
try. We are anxious to see that the relative degree of 
scarcity of these categories is visibly reflected in the 
respective pay scales. 
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30. OUr task is made easier by the fact that a 
pattern of pay scale has been set by the Commission 
tor the worksnop staff which we do not think we need 
to alter fundamentally. We would work on it rather 
than away from it. It is indeed not the general pat¬ 
tern, but the relative levels of pay proposed by the 
Commission for the categories which we find dis¬ 
appointing. A chart in Annex 2 exhibits the compara¬ 
tive position of the workshop staff vis-a-vis the non¬ 
workshop and clerical staff, as envisaged by the Com¬ 
mission. A scrutiny of this chart will show that the 
relative position of the two categories remains very 
much the same as it is today. A little tinkering has 
been done in the case of the “highly skilled” category, 
and a new category has been introduced under the 
title “Master Craftsman”, to be placed at the apex of 
the operative staff. Whereas, however, the Master 
Craftsman, with all the tests that he is asked to pass, 
will get, under the new dispensation, a maximum of 
Rs. 640 p.m. in a grade which is equated to the selec¬ 
tion grade of the Upper Division Clerk, the latter is 
given straight access to Rs. 900 p.m. through promo¬ 
tion, without having to compete with any new recruits. 
We consider this handicap of the workshop staff com¬ 
pletely uncalled for. 

31. We leave the pay scales up to the semi-skilled 
category on both sides at the levels proposed by the 
Commission. At the “unskilled” level there is obviously 
no scarcity of supply, and the scale that we recommend 
in the Report is adequate. We wish to think, how¬ 
ever, that the upper segment of the scale will remain, 
for the most part, inoperative, and that the unskilled 
worker would get a fair chance of moving on to the 
semi-skilled category in less than ten years’ time, during 
which they will not only acquire skill but also a fan- 
amount of general education. We hold the same kind 
of expectation with regard to the corresponding cate¬ 
gory on the non-workshop side. We do not see why 
a peon, or a chawkidar, or a sweeper should not be 
encouraged to use the first few years of his service as 
an opportunity to learn some trade and to acquire com¬ 
petence to move on to better jobs under the Govern¬ 
ment or, may be, elsewhere. We find it hard to recon¬ 
cile ourselves to the concept of a “career” being asso¬ 
ciated with the occupation of an unskilled worker or, 
for the matter of that, of a peon or a chawkidar or a 
sweeper. 

32. The Commission has already provided an edge 
for the semi-skilled category over its counterpart on 
the non-workshop side. We leave it at that. We also 
leave the rates of increment at the various levels more 
or less intact. The readjustments that we propose are 
thus marginal, though perceptible. We suggest that 
the scales for some of the major categories on the cleri¬ 
cal side be shifted backward and those of the corres¬ 
ponding categories on the workshop side be shifted 
forward. The amendments that we propose are shown 
in Appendix A. 

33. It will be noticed that the only major change 
that we propose is at the top level of the operative staff 
on the workshop side. The idea behind the creation of 
a special grade for the “Master Craftsman” is to im¬ 
prove the prospect of those skilled workers who are 
found to be superior in their own line and yet are not 
quite suitable for supervisory assignments. We wel¬ 


come this approach, but we are afraid that the step 
wmcn the Commission has taken is not adequate. The 
selection for me grade is hedged in by conditions 
which, we suspect, overshoot the mark and may defeat 
our purpose. We therefore suggest that the new 
grade be a non-functional selection grade for the highly 
smiled category, Grade I, with a proportion for selec¬ 
tion not exceeding 20% of the aggregate strength of 
the category, including Grade II. We propose that the 
level of the grade be distinctly above the selection 
grade of U.D.C. in the Accounts Department and close 
to the middle level of the supervisory staff on the 
clerical side. We also recommend the introduction of 
a selection grade for the skilled category for reasons 
which we explain in the next paragraph. For the- rest, 
our proposals just amount to certain readjustments at 
the minimum and at the maximum of the grades. 

34. We find that the promotional prospects of the 
workshop staff are much less favourable than those of 
the clerical staff. While, for example, the number of 
posts in the highly skilled categories is just about 27% 
of the number in the skilled category, the number of 
U.D.C.’s will be about 50% of the number of L.D.C.’s. 
It is thus clear that some, at any rate, of the skilled 
workers do not get opportunities of moving on to the 
higher grade, not because they are not efficient enough 
but because there are not enough posts under the highly 
skilled category. This overflow should have a suitable 
outlet. Our plea for the introduction of a selection 
grade for the skilled category stems from just this 
consideration. We do not fancy the idea, here or 
elsewhere, of creating a promotional prospect for the 
sake of it. We are reluctant to make any proposal 
which would reduce the possibility of direct recruit¬ 
ment to any service. We view with approval the 
principle of direct recruitment operating at the skilled 
category level in the Railways and would like it to be 
emulated in other departments. Similarly, on the 
supervisory side we would retain the system of direct 
recruitment at Level II as it is. However, instead of 
having it also for the next consecutive level, we would 
rather introduce it at Level IV. Thus, according to 
our scheme, there will be 50% direct recruitment at 
Level II and 25% direct recruitment at Level IV of 
the workshop supervisory staff. We hope, however, 
that with the increasing use of sophisticated machinery, 
the need for skill will expand in Government work¬ 
shops, as elsewhere, and the career prospects of the 
workshop staff will improve all along the line. We 
also expect that, with the improvement of pay. scales 
such as we suggest, there will be an improvement in 
the quality of people joining the workshop career, and 
in the process a larger proportion of the operative 
staff will be found to qualify themselves for supervi¬ 
sory work. 

IAS Scales 

35. We now consider IAS. It is clear that IAS is 
comparable with Class I Non-technical Services, the 
members are drawn from the same pool and on the 
basis of the same competitive examination. In our 
view, therefore, the pattern of pay scales for this ser¬ 
vice must be the same as the pattern which we have 
recommended for the non-technical Class I sendees. 
The levels that we recommend for the two streams are 
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also the same, except that we permit a small edge in 
favour of iAS at the start of the senior scale, equating 
it with the start that the Commission prescribes for the 
Scientific and Technical Services. The start of the 
senior scale for the technical and scientific services is 
a strategic figure for us. It is derived from the total 
emolument at the corresponding point on the present 
senior scale of IAS, which is Rs. 1,080 p.m. The 
round figure of Rs. 1,100 p.m. is what we propose as 
the base in the senior scale for IAS, in conformity 
with the basic principle that we have enunciated, which 
is to hold constant the highest pay scale in the Govern¬ 
ment, and on its basis to make suitable adjustments in 
other comparable scales. The scales that we propose 
for IAS are shown in Appendix B. It should be noted 
that the scales proposed apply, mutatis mutandis, to the 
Indian Foreign Service. However, the post of Under 
Secretary in die Central Secretariat Service should be 
given the senior scale of Class I Non-technical. 

36. It will be noticed that (a) we have broken up 
the long senior scale of IAS, as proposed by our col¬ 
leagues, into two short scales, on the lines that obtain 
in the case of Class I Services, that (b) we abolish the 
purposeless selection grade, and further that (c) we 
introduce a separate grade for Heads of Departments, 
(namely, Rs. 2250-2500), again on the lines of Class 
1 Non-technical Services. This last is to accommodate 
posts which are at present in the selection grade with 
special pay running up to Rs. 300 per month. 

37. The advantage of the split scales, such as we are 
recommending, is that it does away with the system of 
special pay altogether and ranks posts with lower or 
higher responsibilities in terms of distinct pay scales, 
as it should. Our colleagues, following the present 
pattern, have recommended three levels of special pay 
for three ranks above the Under Secretary, namely, the 
Deputy Secretary, the Joint Secretary and the Secretary 
in the State Secretariat or corresponding posts outside 
the Secretariat. In our scheme, too, there is provision 
for three scales above the junior scale, which will 
accommodate all the three ranks in the State Secreta¬ 
riat. If the Under Secretaries start with the junior 
scale, as they do, the Deputy Secretaries will have the 
senior scale, Grade II, and the Joint Secretaries will 
have the senior scale, Grade I. We have also two 
other scales for Heads of Departments, which can 
appropriately be given to Secretaries, according to the 
levels of their responsibilities. In those States, or in 
those Departments, where a Secretary at present gets 
the selection grade of the senior scale, together with a 
special pay, will, in our scheme, receive the lower scale 
for Heads of Departments and the others will receive 
the higher scale. We would, however, suggest that a 
broadly uniform ratio be maintained in the various 
States between the number of posts in the higher scale 
and the number in the lower scale. We envisage this 
ratio to be of the order of 1 : 3. 

38. The arguments that our colleagues adduce in 
favour of a long senior scale do not seem to us to be 
at all convincing. First, the problem of promotees from 
State Civil Service. Under the present system these 
promotees may be placed anywhere within the senior 
scale; the movement of direct recruits along the scale 
is not hampered; In the event of the senior scale being 


split into two grades, some of the promotees may have 
to be placed in the upper grade of the scale, depending 
upon the stage in their career at which they are pro¬ 
moted. To the extent that this happens, it is feared, 
the promotees will be ranked higher than direct recruits 
belonging to the lower grade, so that the promotion 
prospects of the latter will be diminished. We wonder 
n such a plea for a long scale should be taken at all 
seriously. If the promotees deserve, by virtue of their 
experience and ability, to be given a higher responsi¬ 
bility, are they to be made to wait just in order to enable 
their younger brethren to enjoy an easier journey ? 
Quite the contrary. Some little hurdle in the journey, 
in our view, would do good to the service. In any 
case, as protection against delayed promotion, if at ah 
it occurs, we are providing, in our scheme, for a table 
of concordance on the lines that we and our colleagues 
propose for other Class I services. Any further con¬ 
cession, we imagine, would be contrary to rules of 
justice and of efficiency. Secondly, it is argued that 
a long senior scale facilitates movement of officers 
between field service and Headquarters. If IAS officers 
in the State Government are on the same scale over a 
long range, their ranks being defined only by different 
levels of special pays, then, it is argued, these officers 
can be deployed indifferently as District Collector in 
any district in the State or to any appropriate post in 
the Secretariat. We are afraid that this so-called 
“flexibility” is purchased at too high a cost. At any 
rate we do not think it should be at all difficult, if need 
be, to deploy officers having different scales of pay for 
posts of District Collector. The difficulty, if any, is a 
technical and procedural difficulty and can by no means 
be insurmountable. To prescribe a long scale and then 
to ask for a system of special pay as a ranking device 
is like putting a chain round one’s legs and then com¬ 
plaining that one needs the device of a wheel chair to 
move ! 

39. We reject a long senior scale for IAS and its 
corollary, a system of special pay. We reject the 
former because it breeds inefficiency and the latter 
because it is not only a gratuitous payment but is also 
an irritant to other services. However, even if one 
were to accept the structure that our colleagues re¬ 
commend, one would be tempted to ask a few ques¬ 
tions, answers to which, if there be any in the Report, 
seem to us to be somewhat obscure. 

(i) Why, if an additional special pay is needed for 
the ranking of officers, should not the level of the scale 
be kept down to compensate for the special pay ? As 
it is, even if we take the lowest figure for special pay, 
as recommended by our colleagues, the senior scale 
for, say, a Deputy Secretary in the State Government, 
or an Under Secretary in the Central Government, 
would start virtually with Rs. 1,350 (1200+150) p.m. 
as against Rs. 1,100 p.m. prescribed for, say, the Exe¬ 
cutive Engineer. By any criterion this is a shame. 

(ii) Secondly, suppose a special pay is to be super¬ 
imposed upon a pay scale as ranking device, why must 
it be attached even to the base ? From whom are the 
Deputy Secretaries in the State Government differen¬ 
tiated, when, as it happens, they start from the bottom 
of the senior scale ? 
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(iff) Thirdly, what is the warrant for a non-func- 
ional selection grade, when a long senior scale is sup- 
>osed to be a necessity ? Why, if at all a higher 
naYitnnm is to be fixed for the senior scale, could not 
he scale itself be elongated, so as to cover the so¬ 
iled selection grade ? 

(iv) Finally, even assuming that there is to be a 
election grade, why at all should it be available to an 
(fficer in the 14th year of his service ? It is true that 
he minimum period prescribed by our colleagues for 
ntry into the selection grade is a permissive minimum, 
fet, a look at the practice in the various States in 
his matter suggests that the minimum may well tend 
o be the normal. And if this happens, then, at a time 
n IAS officer jumps into the selection grade at 
Is. 2000 p.m., his counterpart in the Class I services— 
ichnical or non-technical—will have only the junior 
dministrative grade at Rs. 1500 p.m.,—a lead for the 
jrmer of Rs. 500 p.m. in the 14th year of service. And 
/hen you add to it the inevitable special pay, the lead 
ddens further. What an extra-ordinary procedure for 
narrowing the gap” between services ! 

40. We hope we shall not be taken as being unfair 
) our colleagues if we: mention here that, as we view 
, the table of concordance which the Commission 
commends at the stage of entry into the junior admi- 
stiative grade has the objective of reducing dispari- 
es within the Central Class I Services and not, as our 
^leagues claim, of narrowing gap between these ser- 
ces and IAS. In fact, for quite a few of the Class I 
irvices the effect of the table of concordance may 
irn out to be the other way about. 

VII. Deviations from Parity 

41. It is necessary at this stage that we should 
[plain why, in spite of our insistence on parity 
itween IAS and other Class I services, we have allow- 
1 ourselves to accept a lower senior scale for certain 
lass I services. 

(i) As regards Class I Non-technical, our accep- 
nce of Rs. 1050 p.m. instead of Rs. 1100 p.m. as 
e start of the senior scale is just a concession to the 
ew held in certain quarters, and not altogether ignor- 

by our colleagues, that recruits for IAS are asked 
go through a competitive test which has a relatively 
ider coverage. 

(ii) By the same token we would argue, contrary 
the recommendation of the Commission, that the 

dian Police Service should have a lower senior scale, 
o. Indeed, we differ from our colleagues more fun- 
mentally in respect of this service. We are anxious 
put it broadly on par with the Class I Non-techni- 
1 services—the group to which it legitimately belongs, 
hile we propose to lower the minimum of the senior 
lie, we raise its maximum. We also split the senior 
ale into two grades, as in the case of IAS, and we 
ggest that the upper grade be meant for Superinten- 
nts of Police who have special functions to perform, 
ch as political intelligence, criminal intelligence, 
mmercial intelligence," etc. The scales that we pro- 
ise are shown in Appendix C. We recognise the 
;w that, as it is, the Indian Police Service is not 
ractive enough. One way of making it more attrac¬ 


tive, we suggest, is to throw the top level posts in the* 
State Secretariats open to this service, along with IAS. 

42. We hope that the relatively lower minimum for 
the senior scale in the case of Class I Non-technical 
Services and of IPS will be only a transitional phase. 
We have argued for a uniform examination for these 
services along with IAS, and in this respect we find 
ourselves in the company of the Chairman, UPSC, 
whom the Pay Commission interviewed. Once a uni¬ 
form examination system is introduced for these ser¬ 
vices, the gap in their pay scales at any level will be 
altogether irrelevant. We recommend that steps to¬ 
wards its removal be given a high order of priority. 

43. A lower scale at Grade III (corresponding to 
the senior scale of other services) is recommended also 
for the Indian Economic Service and the Indian Statis¬ 
tical Service, even though recruitment to these services 
is based on separate tests. There are special reasons 
why we accept it. These services are yet to establish 
themselves; competitive tests have been introduced for 
these services only recently. What the requirements, 
of these services are likely to be are yet to be seen.. 
We are as yet not quite sure if recruitment for these/ 
services at the level of the junior scale is at all appro¬ 
priate, considering the fact that these services require/ 
a relatively longer course of training and that Govern¬ 
ment departments may not always be the best place 
for such training. Further—and this applies to IES ini 
particular—there exists a large base at the junior level. 
which was formed in an ad hoc manner and whose dis¬ 
position still remains a problem. We are thus in¬ 
clined to be somewhat cautious in respect of these two > 
services. We would indeed go to the length of sug¬ 
gesting, contrary to the general recommendation, that: 
for IES in particular the direct recruitment ratio at 
Grade II should not be reduced from the present 50%,. 
even though it goes beyond the range proposed by the 
Commission for direct recruitment at this level for: 
other Class I services and for IAS. 

44. Class I Medical Service presents a difficult; 
problem. We are provisionally acquiescing in the 
scales proposed, because there is the compensating: 
non-practising allowance which tradition has bestowed: 
on the service. We view NPA with disfavour, as it is; 
discriminatory in favour of one service as against; 
others. We do not see why, if a Medical Officer gets: 
NPA, an Engineer or an Architect or, say, a Chartered I 
Accountant, should not. We hold the view that the: 
basic pay itself should be considered as compensation: 
against any loss of practice which the Doctor, as much: 
as the Engineer or the members of any other profes¬ 
sion, may be subjected to by being a Government 
employee. We suggest that the Government consider 
the possibility of bringing the pay scales and career 
prospects of Class I Medical Service into line with those■■ 
of IAS and of doing away with the anomalous non¬ 
practising allowance. If at all, we would rather sug¬ 
gest an appropriate rural allowance for our doctors to 
attract them to rural areas, where there is a deficiency : 
of medical service. 

VIII. Career Prospects 

45. Our aim is to remove differences between the* 
IAS and other Class I services. We must note, how- 
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ever, as we have done, that readjustments in pay scales 
are not enougn tor tne estabusnment of parity between 
services; one must pay attention to promotional pros¬ 
pects, too. Now, mis is a difficult question. Cadre- 
management is related to the needs and structure of 
a service, and a certain degree of unevenness in the 
distribuuon ot posts at different levels is bound to 
persist as between ditterent services.' In this regard 
IAS will continue to have an edge over other Class 1 
services, so long as the administrative structure remains 
as it is. However, the disparities need not be as cons¬ 
picuous as they are today. It is possible, within limits, 
to reduce the disparities by suitable adjustments in the 
ratio ot recruitment from various services in the Cen¬ 
tral Secretariat. 

46. We understand that the Central Secretariat posts 
are now open to all Class I and All-India services. We 
consider this to be a distinctly progressive move. We 
would indeed go to the length of suggesting that these 
posts should be open to the Defence personnel also, 
m so far as they are compelled to retire early for want 
of suitable vacancies in their own service. The rule 
should, however, be applied more effectively, so as to 
operate as a balancing mechanism in respect of the 
career prospects of various services. It is possible, 
in the matter of recruitment for Central Secretariat 
jobs, to attach greater weightage to services where pro¬ 
motional prospects are relatively low than to services 
where the promotional prospects are relatively high. 
Under the present arrangement just the contrary is 
happening; special weightage in the matter of selection 
for higher posts in the Central Secretariat is enjoyed 
by just the service which provides the highest prospect 
in its own cadre. Leaving out the Indian Foreign Ser¬ 
vice which is a class by itself, members of the Indian 
Administrative Service have an inordinately large share 
of the superior posts in the Central Secretariat, even 
though its own cadre provides by far the best career 
prospect, as Annex 3 and 4 will show. The deficien¬ 
cies from which the other services suffer in this respect 
cannot be surely explained by the lack of suitable 
personnel in those services. On the other hand, it is 
our view that administration is becoming increasingly 
professionalised and that the central administration, 
with all its multifarious responsibilities, will be en¬ 
riched by the induction into it of people from various 
specialised services, not excluding technical and scien¬ 
tific services. It is true that technologists and scientists 
should be sparingly used outside their own cadre. But 
it is also true that, at some stage of their career, they 
often acquire a kind of competence which is capable 
of being utilised more fruitfully in spheres which lie 
outside their cadre. Experience shows that where such 
induction has been tried, it has been a success. 

47. We believe that IAS enjoys certain built-in 
advantages. The members of IAS enjoy a lead in 
salary over others, and this does count when it comes to 
selection for superior posts. Further, a view still pre¬ 
vails in certain quarters that the various Ministries in 
the Central Government are better served by generalist 
administrators than by specialists. And since the 
Boards which are responsible for selection of candi¬ 
dates for appointment to superior posts in the Central 
Secretariat consist of members who are themselves 
generalists and who are supposed to share this view. 


one cannot rule out the possibility that the selection 
should tend to weign in favour of LAS and tnat the 
tendency snouid be cumulative. 

48. It is in this latter context that the constitution of 
an independent Body on Pay and Cadre Management, 
whicn tne Commission recommends, assumes special 
signmcance. Tne Body, as we view it, should replace 
tne present Senior Selection Board and the Central 
bstatmsnment Board. It will have other functions, 
sucn as are suggested in the Report. But its primary 
function snouid be to select candidates for recruitment 
to Central Secretariat posts from out of the various 
services to which tnese posts may be open. 

IX. Some Final Observations 

49. We think it will not be inappropriate if we end 
up this note witn certain general reflections on the 
problem of pay fixation that proceed from our expe¬ 
rience in dealing with the subject. Our study of the 
problem has convinced us that the pay structure of 
Government employees cannot be dissociated from the 
administrative structure. You cannot have an egalita¬ 
rian pay structure, much as you would like to, so long 
as the administrative structure continues to be hierar¬ 
chical in character. In the Central Secretariat itself, 
from the Lower Division Clerk up to the Secretary 
there are no less than ten steps. Add to this the 
theory that a “supervisor” has to have a pay scale 
which is higher than that of the supervised, and your 
egalitarianism goes by the board. To us this is a dis¬ 
concerting revelation. 

50. Secondly, our deliberations with various Asso¬ 
ciations as well as within the Commission have made 
us feel that the "need” of employees is allowed a 
more important place in one’s thinking on pay deter¬ 
mination than productive efficiency. “Need-based 
wage” is a concept which has tended to be more per¬ 
vasive than it was originally intended to be. How 
often have we heard in the course of our deliberations 
on the “rate of increment” in pay scales at all levels 
that it has to have relevance to the growing size of the 
family of an employee and the consequent 
expansion of his need. Now, this over-much empha¬ 
sis on “need” which, at higher levels, remains largely 
undefined, coupled with the concept of the Govern¬ 
ment as a “model employer”, has implications which 
are unhealthy for an economy; it does tend to create 
an atmosphere of expectations without a correspond¬ 
ing sense of obligation. 

51. This leads us to the last of our observations. 
In the terminology of the Pay Commission, the term 
“service” is understood in the sense of a “career”, and 
it involves a whole gamut of questions relating to the 
pay and prospects of groups of employees. This is all 
right, so far as it goes. But the reminder is also neces¬ 
sary that the word “service” is derived from the verb 
“to serve”. A sound pay system is a necessary con¬ 
dition of an efficient social structure but not a suffi¬ 
cient condition; the will to serve is the other condition. 
T his seems to us to need more emphasis today than 
it ever did before. 

Sd/- - Sd/- 

A. K. Das Gupta Niharranjan Ray 

Member Member 

New Delhi, Dated : 29-3-1973. 



Appendix A 

Suggested pay scales and relativities for Workshop staff and the corresponding Non-workshop and Clerical staff 



Clerical staff 


Workshop staff 


(Rs. per month) 


(Rs 1 . per month) 

L.D.C. 

. 260-6-326-EB-8-390 

Skilled worker .... 

272-6-326-EB-8-390-10-410 



Selection Grade (up to 20 %) 

350-8-390-10-480 

U.D.C. 

. 320-10-350-EB-12-530 

Highly skilled worker, Grade II . 

330-10-340-EB-l 2-500 

U.D.C. (Selection Grade) 

425-15-560-EB-20-620 

Highly skilled worker, Grade I . 

380-12-500-EB-560-20-600 

(In Accounts Departments) 


Selection Grade (up to 20 % of posts 
of highly skilled worker, Grades I 
and II) 

440-15-560-EB-20-700 


Clerical Supervisory 


Workshop Supervisory 

Level I 


Level I 


U.D.C. (In charge) . 

. 425-15-560 

Mistries .... 

380-12-500-EB-560-20-600 

Level II 


Level II 


Head Clerk I . 

. 425-15-560-EB-20-640 

Chargeman II ... 

425-15-560-20-700-EB-25-750 

Level III 


Level III 


Head Clerk II . 

. 550-20-650-EB-25-750 

Chargeman I 

550-20-650-25-800 

Level IV 


Level IV 


Head Clerk III 

. 550-25-750-30-900 

Foreman B/Asstt. Shop Supdt. 

700-30-760-35-900. 

Level V 


Level V 


Head Clerk IV . 

. 700-30-760-35-900 

Foreman A/Shop Supdt. 

840-40-1040 


Junior Scales 
Senior Scale : 

Grade II (6th year or under) 
Grade I (14th year or under) 


Appendix B 

Indian Administrative Service 

Same as in the Report For Heads of Departments 

Grade II 
Grade I 
Above Rs, 2750 


Rs. 1100-50-1600. 


Rs. 1500-60-1800-E.B.- 
1900-100-2000. 


Rs. 2250-125/2-2500. 

Rs. 2500-125/2-2750. 
Same as in the Report. 


Appendix C 
Indian Police Service 


Junior Scale .... Same as in the Report. 
Senior Scale : 

Grade n (6th year or under) . Rs. 1050-50-1600. 
Grade l (14th year or under) . Rs. 1500-60-1800. 


Selection Grade . . . Rs. 1800-100-2000. 

(Up to 20% of the posts in the 
Senior Scale to be available only 
after the officer reaches the 
maximum of the Senior Scale of 
Grade I) 

D. I. G. and above . . . Same as in the Report, 


109 





110 


Annex 1 

Number of institutions of higher education and out-turn of graduates and post-graduates 


1958 1971 



r-- 

... .. . ^ 

,-■ A — 

' ' V 

1. Number of universities. 

38 


95 (including 9 

institutions 




deemed to be 

universities) 

2. Number of Engineering Colleges and 

57 


119 


higher technical institutes. 





3. Number of Medical Colleges. 

106 


202 


4. Number of First Class and Second Class 

Total passed 

13,997 

Total passed 

30,726 

M.A.’s and M.Sc.’s turned out. 

(I Class 

4-5% 

(I Class 

6% 


II Class 

42%) 

II Class 

50%) 

5. Number of Engineering graduates turned 

Graduates 

4,181 

Graduates 

13,946 

out. 

Post-graduates 

116 

Post-graduates 

554 

6. Number of Medical graduates turned out. 

Graduates 

4,014 

Graduates 

6,246 


Post-graduates 

153 

Post-graduates 

512 


Growth of National Income (at 1960-61 prices) 





1950-51 

1960-61 

1970-71 


Value (Rs. crores) 

. 

. 

12,130 

13,284 

18,876 






Annex 2 


Statement showing scales allotted to Non-workshop Clerical and Workshop categories 

Non-workshop and Clerical categories 


Workshop categories 

Designation 

Existing scale 

Commission’s proposal 

Designation 

Existing scale 

1 

Commission’s proposal 


Rs. 

Rs. 


Rs. 

Rs. 

CLASS IV 

70—85 

185—2—193—3—205— 

Unskilled 

70—85 

185—2—193—3—205— 



EB—3—220 



EB—3—220 


75 05 

ton.i 9ns a 

Semi-skilled 





FR A 740 

75 110 V 

200—3—212—EB-4 





85—110 J 

260—EB—5—280 


80—110 

200—3 212—4 240 

FR 5 „ *>60 




■CLERICAL 

UD'.C. 

110—180 

260—6—290—EB—6— 

Skilled 

110—180 

260—6—290—EB—6 



326—8—366—EB- -8— 



326—8—366 EB 



390—10—400 

Highly skilled 

130—212\ 

8-390—10-400 

330—8—370—10— 




Grade II 

150—205/ 

400—EB—10—480 

IU.D.C. 

130—280 \ 

330—10—380—EB—12— 

Highly skilled 




130—300/ 

500—EB—15—560 

Grade I 

150—240 \ 

380—12—500—EB—15 





175—240 f 

—560 

U.D.C. (S.G.) an Ac- 

210—380 

425—15—560—EB—20— 

Master Craftsman — 

425—15—560—EB— 

^counts Departments) 


640. 



20—640 

CLERICAL SUPERVISORY 


WORKSHOP SUPERVISORY 


Level I 



Level I 



U.D.C. an-charge) 

T30—300 

425—15—530—EB— 

Mistries 

150—240 

380—12—500—EB— 


+30S.P. 

15—560—20—600 


175—240 (Def) 
150—300 (Def) 
205—280 (Def) 

15—560 

Level 11 



Level II 


Head Clerk I 

210—380 

425—15—500—EB—15— 

Chargeman II 

205—280 (Rly) 

425—15—500—EB— 


335—425 
(partly) 

560—20—700 

250—380 

15—560—20—700 


Level III 

Head Clerk II 

335—425 

550—20—650—25—750 

Level III 
Chargeman I 

335—425 (Rly) 

550—20—650—25—750 


(partly) 

350—475 

(partly) 


335—485 



Level IV 



Level IV 



Head Clerk III 

350—475 

550—25—750—EB—30— 

Foreman ‘B 

370-475 (Rly) 

700—30—760—35—900 


(partly) 

900 

Assistant 

370—500 


350—575 


Shop Superinten¬ 
dent 



Level V 



Level V 



Head Clerk IV 

450—575 

700—30—760—3 5—900 

Foreman ‘A’ 

450—575 

840—40—1040 




Shop Superin- 

450—575 





tendent 

+ 150 S.P. (Rly) 
450—650 (Def) 



S.G.=Selection Grade 


S.P.=Special Pay 
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Annex 3 


Number and percentage of Class 1 posts on pay (i) Rs. 1800 and above and (ii) Rs. 2500-2750 and above 


As on 1-1-1971 


Name of the Service 

Total No. 
of Class I posts 
according to 
APS 

Number of 
posts on 
scales carrying 
a minimum of 
Rs. 1800 and 
above 

Number of 
posts on 
scales carrying 
scales of 

Rs. 2500-2750 
and above 

Percentage of 

' (3) to (2) 

(4) to (2) ’ 

(1) 

(2) 

(3) 

(4) 

(5) 

(6) 

1. Indian Administrative Service 

3203 

462 

217 

14-4 

6-8 

2. Central Services Class I (Non-technical) 

5404 

169 

9 

3 1 

017 

3. Engineering Service 

11120 

339 

50 

3 0 

0-4 

4. Scientific Services 

6555 

59 

12 

0-9 

0-2 


APS—Authorised Permanent Strength. 


Number of posts of Joint Secretary and above occupied by officers of different Services 

As on 

1-10-1972 

Service 


Secretary 

Additional 

Secretary 

Joint 

Secretary 

Total 

1. Indian Civil Service/Indian Administrative Service 

30 

20 

86 

136 

2. Central Secretariat Service 


1 

2 

20 

23 

3. Indian Audit & Accounts Service 


— 

— 

6 

6 

4. Indian Defence Accounts Service . 

. 

2 

2 

7 

11 

5. Indian Revenue Service 


— 

2 

18 

20 

6. Indian Postal Service 


— 

— 

2 

2 

7. Indian Railway Accounts Service 


— 

3 

1 

4 

8. Others .... 

. 

21 

4 

39 

64 


Total 

54 

33 

179 

266 


N.B .—The above statement does not include information in respect of posts in the Ministry of External Affairs, Posts and Telegraphs 
Directorate and the Ministry of Railways. 







NOTE OF DISSENT ON MINIMUM REMUNERATION 

By 

PROF. V. R PILLAI 


I am persuaded to write this dissenting note 
because of a special responsibility which has devolved 
on me. It may be recalled that when there was a 
demand for the inclusion of a labour representative 
in the Commission, Government had given Parlia¬ 
ment to understand that I have been included in the 
Commission as one who was ‘very well conversant 
with labour laws and labour problems’ and had 
experience in dealing with them. Therefore, in the 
absence of a labour representative, I feel that I have 
a responsibility to see that justice is done to labour. 
The one issue on which I differ from the Commission 
in this regard is in respect of the minimum remu¬ 
neration for Government employees. Apart from the 
quantum of remuneration recommended by the Com¬ 
mission, I think that some of the arguments advanced 
in support of it, if accepted by Government, will have 
adverse repercussions on labour not only in the 
Government sector but elsewhere as well. Tn this 
connection, I wish to make it clear that the views 
expressed in this note are based on my own objec¬ 
tive assessment of the matter as a labour economist 
and it should not be construed as the labour point of 
view which I have no right to represent. 

As the agitation by Central Government employees 
for a need based minimum wage according to the 
Fifteenth Indian Labour Conference formula was the 
immediate occasion for the appointment of the Third 
Pay Commission, this matter must be deemed to be 
of vital importance to labour. I am fully in agree¬ 
ment with the Commission’s finding that a need 
based wage for Government employees according to 
this formula is not within the realm of practicability 
in the present state of the country’s economy. The 
Commission has naturally been compelled to modify 
these norms to suit the conditions and requirements 
of Government employees and the finances of Gov¬ 
ernment. The norms adopted by the Commission 
for calculating the need based minimum remuneration 
for Government employees according to their 
‘concept’ are based on the results of the latest 
research on dietetic requirements and the liability for 
rent actually incurred by the Government employees 
as distinguished from industrial workers. The method 
of calculation adopted is also scientific. This is in 
my view a realistic approach to the problem. I would 
therefore commend the Commission’s ‘concept’ of a 
need-based minimum wage for acceptance by labour. 

The point on which I differ from the Commission 
is in respect of the recommendation of a minimum 
remuneration less than the basic minimum arrived at 
by the need based approach. While the basic 
minimum worked out by the Commission came to 
Rs. 196 at the index level 200 (base : 1960=100), 


the minimum recommended is only Rs. 185/-. This has 
been sought to be justified on several grounds which 
I shall examine below: 

(1) The main ground advanced is that the em¬ 
ployee at the beginning of his service is. not likely to 
have a family of 3 adult consumption units. The Com¬ 
mission’s view is that 3 adult consumption units 
should be provided by the end of the 5th year of 
service only. They have sought to justify this stand 
by a reference to die judgment of the Supreme Court 
in the case of “All India Reserve Bank Employees’ 
Association Vs. the Reserve Bank of India”*, the 
relevant portions of which I quote below (italics 
mine) :— 

“But it seems to us that if at the start the family 
is assumed to be 2.25, it is somewhat difficult to 
appreciate that the family would take 8 years to 
grow to take the 3 consumption units. We are 
aware that the Shastri Tribunal thought of 3 con¬ 
sumption units at the 10th year and the Sen Tribu¬ 
nal at 8th year, but we miss the realities of our 
national life.... As things stand today, it . is 
reasonable to think that three consumption 
units should be provided by the end of five 
year’s service, if not earlier.” 

It is clear that the specific issue on which the 
learned Supreme Court has given its pronouncement 
is a limited one, viz., the period which should elapse 
for the full 3 consumption units to be provided on 
the assumption that 2.5 consumption units only is 
allowed at the start. 

On the basic issue whether 3 consumption units 
should be allowed for fixing the minimum wage, i.e., 
at the start of the lowest employee’s service, the Court 
has made the following observations in the same 
judgment:— 

“There is no doubt also that 3 consumption 
units formula is, if anything, on the low side. In 
determining family budgets so as to discover the 
workers’ normal needs which the minimum wage 
regulations ought to satisfy, the size of the stan¬ 
dard family is very necessary to fix. One method 
is to take simple statistical average of the family 
size and another is to take into account some 
other factors, such as, 

(i) the frequency of variations in family 
sizes in certain regions and employments; 

(ii) the number of wage earners available at 
different stages; 


•Supreme Court’s Reports (I9601.S.C.R. pp. 46-56. 
I.S.C.R. 25—AIR (1966) S.C. 305, pp. 46-56, 
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(iii) the increase or decrease in consumption 
at different stages of employment, that is, 
the age structure and its bearing on con¬ 
sumption. 

The plain averages laid down in the Resolu¬ 
tion* may have to be weighted in different 
regions and in different industries and reduced 
in others.” 

Thus the Supreme Court made it abundantly clear 
that one can either take a simple statistical average 
of the family size as is done in the 15th I.L.C. Reso¬ 
lution, or adopt different family size norms for 
different periods in the employee’s career, which can 
be done only on the basis of a family budget enquiry 
in the group concerned. The Pay Commission has 
not conducted a family budget survey among the 
Government employees to support its premise that 3 
consumption units need not be allowed at the start of 
an employee’s career; nor is any data readily avail¬ 
able in this regard. Therefore, there is hardly any 
justification for the Commission to deviate from the 
generally accepted norm for the size of a standard 
family and arbitrarily assume a family size for the 
starting stage of an employee’s service only. 

In this connection, it is important to remind our¬ 
selves how the 3 consumption units formula came to 
be almost universally adopted in India for calculating 
the minimum wage. Simultaneously with the passing 
of the Minimum Wages Act in 1948, the Fair Wages 
Committee was also appointed, which on the basis of 
the family budget studies available at the time recom¬ 
mended that the standard family for the purpose of 
calculating the need based minimum wage should be 
taken as one consisting of the worker, his wife and 
two children of whom the worker was the sole earner. 
This gave a norm of 3 adult consumption units per 
earner. My experience as Chairman of several Mini¬ 
mum Wages Committees and as Chairman of the 
Minimum Wages Advisory Board in the Kerala State 
for over fifteen years, when I shared the responsibility 
for fixing and revising the minimum wages in as many 
as 22 different industries, goes to show that the above 
recommendation of the Fair Wages Committee was, 
not blindly followed by wage fixing bodies. In the 
Fifties several Minimum Wages Committees conducted 
family budget enquiries among the occupational 
groups concerned and independently came to the 
same conclusion. In 1957, the Fair Wages Com¬ 
mittee’s recommendation was formally endorsed by 
the employers, employees and Government in the tri¬ 
partite Fifteenth Indian Labour Conference. Neverthe¬ 
less, the sub-committee of the National Nutritional 
Advisory Committee undertook an analysis of the 
Family Budget Enquiry (1958-59) data in 50 work¬ 
ing class centres. Though they found the average 
size of the working class family to exceed 3 consump¬ 
tion units, they felt that the data was not -strictly 
comparable with that of the earlier survey on the 
basis of which the Fair Wages Committee made its 
recommendation and therefore did not suggest any 
modification in this norm. It is reasonable to expect 
that the population explosion which has taken place 
during the last decade would have increased the size 
of the average family, while the mounting volume of 

*The reference is to the 15th I.L.C. Resolution 1957. 
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unemployment would have increased the dependency 
ratio also. These considerations would justify an up¬ 
ward revision of this norm, but Labour has not raised 
this issue in deference to the compromise formula 
accepted by them at the 15th I.L.C. 

The question why 3 consumption units should be 
allowed at the start of the employee’s career was 
posed to several leading representatives of labour 
during their oral evidence. They have pointed out 
that, though it is true that some may not be married, 
and some married persons may not have 2 children 
at the start of their service, it is equally true that in 
the Indian social system most of them will have 
brothers, sisters, aged parents and other dependents 
to support and this inbuilt social security acts as a 
stabilising factor in India in the absence of a cradle- 
to-grave social society scheme as is undertaken by 
Governments in all advanced countries today. They 
have contended that in a country where the 
responsibility for the unemployed vests with the 
earners, it would be wrong to overlook this factor in 
determining the size of the standard family for the 
purpose of fixing the minimum wage. All of them 
have emphasized the compromise character of this 
norm as accepted by the 15th I.L.C. and cautioned 
that it should not be disturbed on any account. Fur¬ 
ther, some of them have argued that as the average 
size of the family according to the latest sample 
surveys has become much larger than before, a norm 
of 3 adult consumption units for the calculation of 
the minimum wage is very much on the low side under 
present conditions—a view which finds support in 
the Supreme Court’s judgment cited above. It has 
also been pointed out by others that the number of 
earners per family among government employees is 
generally much less than among industrial workers 
so that, if at all any change in this norm is to be 
made in respect of Government employees, it has to 
be in the upward direction. The norm of 3 consump¬ 
tion units per earner adopted by the 15th I.L.C. has 
already been materially diluted in the Commission’s 
concept of need by the modification that the earner 
alone should be treated as of moderate activity and 
the rest should be taken as sedentary. In the cir¬ 
cumstances, I feel that any attempt to justify a lower 
minimum by a further watering down of the generally 
accepted norm of 3 adult consumption units per 
earner would raise more problems than it will solve. 

(2) The second argument advanced by the Com¬ 
mission- to buttress their decision to recommend 
Rs. 185/- as the minimum is based on the minimum 
remuneration of Rs. 80/- fixed by the Second Pay 
Commission at the index level of 115 (1949=100). 
The assumption behind this argument, viz., that the 
minimum fixed by that Commission was right has been 
challenged by several Federations and Unions who 
have expressed grave dissatisfaction with what they 
called the ‘groundnut diet* arbitrarily adopted by that 
Commission for the calculation of the minimum wage. 
Nevertheless, even assuming that the minimum remu¬ 
neration fixed by the Second Pay Commission was 
right, the question remains whether Rs. 185 is a 
justifiable minimum at the index level of 243. The 
Commission claims that “this level of minimum remu¬ 
neration secures to the Central Government em¬ 
ployees not only full neutralisation over the figure 
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recommended by the Second Pay Commission but 
also a reasonable share of the increase in per capita 
income.” I find that this claim does not stand the 
test of scrutiny. The average annual compound rate 
of growth of per capita national income during the 
decade 1960-61 to 1970-71 was 1.32% correspond¬ 
ing to 114 points in the index of per capita income 
(base 1960-61=100)*. A reasonable share of this 
increase for labour will be the annual rate of growth 
of per capita income minus the rate of saving for 
capital formation. The marginal rate of household 
saving observed in the past and assumed in the pro¬ 
jections for the Fourth Plan period is 12%. Deduct¬ 
ing this, the increase in per capita national income 
net of saving will be 1.16% per annum (compound). 
The employees have a legitimate claim for an increase 
in real wages at this rate for the thirteen years from 
1958-59 to 1971-72. The minimum remuneration of 
Rs. 80 p.m. at the index level of 115 (base 1949= 
100), when adjusted for a rise in this index to 243, 
(viz. Rs. 169) together with an 1.16% increase per 
annum as the share in the increase in per capita in¬ 
come works out to Rs. 196.39. Therefore accord¬ 
ing to this principle the minimum remuneration at the 
level of 243 points (1949=100) corresponding to 
200 points 1960=100) of all-India Consumer Price 
Index which has been adopted by the Commission as 
the base for the new pay structure should be 
Rs. 196.39 and not Rs. 185. Thus even this con¬ 
servative approach leads to a minimum which is 
slightly higher than the figure of Rs. 196 arrived at 
on the basis of the Commission’s concept of need. 

(3) The third argument in favour of the minimum 
of Rs. 185 is based on a comparison with the poverty 
level adopted by the Planning Commission. But this 
comparison suffers from two serious defects. First, 
the concept of a poverty level or desirable minimum 
standard of consumption for the common man is 
different from and represents a much lower level than 
the concept of a minimum wage for a worker suffi¬ 
cient to maintain himself and his family in efficiency. 
While the poverty line may be taken to represent the 
bare subsistence standard, the minimum wage repre¬ 
sents a subsistence plus standard. Therefore the po¬ 
verty line can at best provide a base from which to 
work up to the minimum wage. 

Secondly, the Planning Commission’s adoption of 
Rs. 20 per capita per month as a minimum desirable 
consumption standard in the Fourth Plan document 
as well as in the ‘Approach to the Fifth Plan’ merely 
focusses attention on the masses of the rural popula¬ 
tion who are below the subsistence level and does not 
tell the whole story. The original estimate of the 
poverty level for 1960-61 made by an expert com¬ 
mittee of the Planning Commission drew a distinction 
between rural and urban areas. While for the rural 
sector the minimum desirable level of consumption 
was estimated to need Rs. 20 per capita per month, 
for the urban sector their estimate was Rs. 25/-. At 
the index level of 200. the poverty level in the urban 
sector would be Rs. 50/- per capita per month, which 
will give Rs. 200/- for a standard family of 4 mem¬ 
bers as against Rs. 160/- for the rural sector. As 

♦Economic Survey, 1972-73, Statistical tables 1 -1. p. 93. 


Government employees are mostly urban centred, the 
poverty level for them would be Rs. 200/- and the 
minimum wage level should be definitely higher. Thus 
the argument based on the poverty level leads to a 
much higher minimum than what the Commission 
had estimated according to their concept of need. 

(4) The fourth argument mentioned is that the 
minimum wage should be commensurate with the 
level of per capita income. As the Commission 
itself does not attach ‘much importance’ to this crude 
relationship, I do not wish to go into it. 

(5) Last but most important is the financial argu¬ 
ment based on the admittedly grave financial situa¬ 
tion as disclosed by the current Central budget, and 
the repercussions of a high minimum remuneration 
on the finances of State Governments. In fact, these 
considerations have weighed heavily with one and all 
in the Commission, especially because the three 
interim reliefs recommended by us have already 
accounted for an additional expenditure of about 
Rs. 175 crores per annum, as against only one interim 
relief costing Rs. 11 crores recommended by the 
Second Pay Commission. Any increase at the mini¬ 
mum will necessarily raise the salary scales of all 
class IV and class III employees as well as other 
ranks in the Defence forces correspondingly, if existing 
relativities are to be maintained. 

I think financial considerations would be the only 
valid ground for fixing a lower minimum remunera¬ 
tion than the amount arrived at on the basis of the 
Commission’s own concept of minimum needs. The 
Government which has passed the Minimum Wages 
Act, 1948 and is taking steps to tighten its imple¬ 
mentation in the unorganised sector of industry has 
clearly a moral responsibility to pay a basic minimum 
wage to its own employees. The National Commis¬ 
sion on Labour which carefully considered the sub¬ 
ject of minimum wage came to the following 
conclusion :— 

f“In fixing the need based minimum, the capacity 
to pay will have to be taken into account.... It 
is the level of wage towards the attainment of 
which every Industry should strive and to 
which every worker in organized industry has 
a claim. We recognise that the need based mini¬ 
mum wage and the wages at the higher levels 
of the fair wage may and can be introduced by 
convenient and just phasing, keeping in mind the 
capacity of the employer to pay the same. This 
has to be a pragmatic process which the wage 
fixing authorities have to keep in mind”. 

Government’s capacity to pay depends upon the 
state of health of the economy and the people’s capa¬ 
city and willingness to pay taxes. In the present 
situation, this capacity is being seriously undermined 
by the tardy growth in national income and the spiral¬ 
ing of prices. Therefore, the constraints which would 
justify an industry paying less than the need based 
minimum wage are equally applicable to Government. 
It is estimated that a uniform increase of Rs. 11/- 
in class IV and class III scales of salaries to cover 
the gap between the Commission’s calculation of a 
basic minimum and the recommended minimum 


tReport of the National Commission on Labour, 1969—p. 238. 
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would involve an additional cost to Government of 
about Rs. 38 crores on civilian employees and 
Rs. 11 crores on the Defence personnel, making a 
total of Rs. 49 crores. The crux of the problem 
therefore is whether Government can afford to pay 
this extra amount on salaries. I would hesitate to 
express any opinion on this matter without a full 
knowledge of its budgetary implications. But it is 
important to remember that normally, pay scales are 
revised only after about ten years and decisions 
arrived at on the recommendations of a Commission 
of Inquiry are not negotiable for another five years. 

As all approaches to the determination of a minimum 
remuneration point to a basic minimum of not less 
than Rs. 196 at the average index level of 200, 
(1960=100), justice demands that, should Govern¬ 
ment find it not feasible in the present context to meet 
the additional expenditure which this minimum would 
involve, the pay scales for class IV and class III as 
implemented on the recommendations of this Pay 
Commission should be subject to revision as soon as 
the financial position of the Government would permit. 

(V. R. PILLAI) 
Member. 


Post-Script 

1 am surprised to note that, at the last moment. 
Prof. A. K. Das Gupta and Prof. Niharranjan Ray 
are disowning and wanting to reduce the salary scales 
for the clerical stream in the Secretariat and outside, 
which were unanimously agreed to by the Commis¬ 
sion at its 35th meeting (May to July 1972) to con¬ 
sider the bench mark posts, and were reconfirmed at 
the meetings held on 11th to 15th January 1973. 
Since the clerical scales form the basis for numerous 
other scales devised by the Commission for different 
categories, any change in these scales will necessitate 
a restructuring of the class III scales as a whole. 
Regarding workshop scales, I wish to point out that the 
Commission has deliberately proposed substantial 
increases in these scales, considering the importance 
of the workshop staff in our developmental effort, 
while the increases proposed for the clerical cadre are 
mostly marginal. Though Prof. Das Gupta had 
expressed his reservation regarding workshop scales, 
neither himself nor Prof. Ray had put forward alter¬ 
native proposals in this regard at any meeting of the 
Commission to this date. The Minutes of the Com¬ 
mission meetings will bear out the above facts. 

(V. R. PILLAI) 
30-3-1973 



NOTE OF DISSENT 
By 

SHRI H. N. RAY, MEMBER-SECRETARY 


The Third Pay Commission was required by its 
terms of reference to cover a very wide field, and it 
is, therefore, not surprising that there should be 
differences of opinion amongst the Members on certain 
matters. I have ventured to record this note on those 
points where I have not been able to agree with my 
colleagues, because I thought that the Government 
was entitled to know that on these matters at least 
there was no unanimity. Further, I feel that the 
Government should be made aware of other alterna¬ 
tives considered by the Commission though they may 
not have found favour with the majority. 

2. The Commission have recommended that the 
post of Engineer-in-Chief, CPWD, should be upgrad¬ 
ed from Rs. 2500-2750 (existing) to Rs. 3000-3500 
(revised). In my view, an increase of Rs. 500 at 
the minimum and of Rs. 750 at the maximum is 
against the trend of increases recommended for other 
categories, and could be questioned. According to 
our scheme, Chief Engineers will be on Rs. 2250-2500 
or Rs. 2500-2750. The difference between these 
scales from which promotions will take place, and 
the proposed grade of Rs. 3000-3500, seems some¬ 
what high. If we were to consider the Assistant Ex¬ 
ecutive Engineer and the Engineer-in-Chief, the pre¬ 
sent disparity ratio* of their emoluments would alter 
as a result of our recommendations from the present 
1 : 4.5 to 1 : 5, and I believe the attempt should be 
to moderate such disparities and not accentuate them. 
Besides these general points, there are some other 
factors which should be highlighted. The average 
work-load in the CPWD is approximately Rs. 54 
crores per annum. In the MES it is Rs. 120 crores 
per annum. The number of Chief Engineers under 
the Engineer-in-Chief in the CPWD is 10. On the 
other hand, there are 21 Chief Engineers under the 
Engineer-in-Chief, MES. The post of Engineer-in- 
Chief of the MES is held by a Lt. General and his 
revised pay is Rs. 3000, since no change has been 
proposed. It appears incorrect, in my view, to re¬ 
commend increasing the pay of the Engineer-in-Chief, 
CPWD, who is now drawing at least Rs. 250 per 
month less than his counter-part in the MES, so 
sharply that the former will draw at his maximum in 
the revised scale Rs. 500 1 t»er month more than the 
Engineer-in-Chief of the MES. There are other engi¬ 
neering posts of eouivalent or slightly higher rank, 
e.e., Member, P&T Board (Tele-communications 
Develooment) on Rs. 2500-2750 and Member, 
CW&PC on Rs. 2750 (fixed). These posts are being 
given Rs, 3000' (fixed). In the Railway Board there 
are engineering officers holding the post of Directors 

* Ratio of minimum of Assistant Executive Engineer to 
maximum of the Engineer-in-Chief. 


on Rs. 2500-2750. For them, the revised scale will 
be Rs. 2500-2750. I see no reason for treating the 
Engineer-in-Chief, CPWD, more favourably than his 
engineering colleagues in other organisations. I would, 
therefore, recommend that the Engineer-in-Chief, 
CPWD should be paid Rs. 3000 (fixed). 

3. The Commission have recommended that the 
posts of Chief Project Officer, Adviser (Petro-Chemi- 
cals) and Chief Refineries in the Ministry of Petroleum 
and Chemicals, which are all on Rs. 2500-2750 at 
present should be upgraded to Rs. 3000-3500. Simul¬ 
taneously, it has been suggested that the best solution 
would be to offer contract appointments on terms to 
be determined on the merit and availability of the 
individuals concerned. I have little doubt that the 
alternative approach of making contract appointments 
would help to solve the recruitment and retention 
difficulties of the Ministry. Also, it is necessary to 
be circumspect in fixing the pay scale itself, as it will 
tend to be the floor, the actual terms negotiated being 
at a still higher level. It has further to be borne in 
mind that the Chief Project Officer is primarily con¬ 
cerned with matters relating to the fertilizer industry. 
The Government should not, in my view, pay so high 
a salary as to embarrass the Fertilizer Corporation of 
India where, I understand, the General Managers are 
paid Rs. 2500-3000. The present level of salaries 
need not perhaps be increased to the levels recom¬ 
mended by the Commission on grounds of recruitment 
and retention difficulties, having regard to the fact 
that at the present moment all these three posts are 
filled. In my view, the salary for these posts should 
be fixed at Rs. 3000 only, and the alternative of re¬ 
cruiting suitable persons in these specialised fields on 
contract should be freely utilised, whenever required. 

4. I find it difficult to endorse the recommendation 
of the majority of the Commission that the post of 
Director General, Ordnance Factories, should be up¬ 
graded from Rs. 3250 to Rs. 3500. It appears that 
this post was originally in the scale of Rs. 2000-2250 
though one of the incumbents of the post was allow¬ 
ed to draw Rs. 3000 per month as personal to him. 
The existing pay of Rs. 3250 was the result of a 
revision carried out as recently as July, 1968. The 
Commission have decided to recommend a pay of 
Rs. 3000-100-3500 for the Director General of Tech¬ 
nical Development, and I see no reason why the 
Director General of Ordnance Factories should have 
a lead of the order proposed over the Director General 
of Technical Development. In my view, the two posts 
should be ranked equally and given the same pay, viz., 
Rs -. 3000-3500. If this is done, it would require a 
review of the Additional Director General of Ordnance 
Factories salary which the majority of the Commission 
have upgraded from Rs. 2250-25QO to Rs. 3000, 
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Since other Engineering posts at present going up to 
Rs. 2500 {e.g., Railway Major heads) have been given 
conversions with a maximum of Rs. 2750, in my 
view the Additional D.G.O.F., may be given a fixed 
pay of Rs. 2750; this will also maintain an adequate 
differential with the D.G.O.F. 

5. The majority of the Commission have re¬ 
commended that Industrial Advisers at present on 
Rs. 1800-2000 in the DGTD and in toe Textile 
Commissioner’s office should be upgraded to Rs. 
2000-2500 in the revised scale. On the other hand, the 
Commission have recommended that Industrial Advi¬ 
sers in the Ministry of Steel and in the Small Scale 
Industries Organisation, who are also at present on 
the same scale of Rs. 1800-2000 should be upgraded 
only to Rs. 2000-2250. The set-up of Development 
Officers, Industrial Advisers, Senior Industrial 
Advisers/Deputy Directors/General has a long and 
chequered history, and has been commented upon 
by the ARC as also by the Mathur Committee. Our 
understanding is that the Government rejected the 
proposal made by the Mathur Committee that the 
scale of Industrial Adviser sho«ld be extended from 
Rs. 1800-2000 to Rs. 1800-2250 by abolishing the 
grade of Senior Industrial Adviser. On the other hand, 
they have agreed to the creation of posts of Deputy 
Directors-General, who are on Rs. 2500-2750. It is, 
therefore, apparent that in the considered judgment 
of the Government there was a clear difference in 
levels between an Industrial Adviser in the DGTD 
and the Deputy Director General, and they placed the 
maximum of the Industrial Adviser at Rs. 500 per 
month below the minimum of the Deputy Director 
General. The effect of the personal recommendations 
of the majority of the Commission would be to close 
this gap as the maximum of the Industrial Adviser 
would be the same as the start of the Deputy Director 
General, viz., Rs. 2500. In my view there is nothing 
to substantiate such a drastic change. Again, I see no 
reason to discriminate between Industrial Advisers, 
who are all on Rs. 1800-2000 today and, therefore. 
Industrial Advisers in the DGTD and in the Textile 
Commissioner’s office should also be given the same 
revised scale of Rs. 2000-2250 as recommended for 
the Industrial Advisers, Steel, and Small Scale Indus¬ 
tries Organisation. I would add that there are many 
Engineering posts which are on Rs. 1800-200 at 
present, for which the Commission have recommend¬ 
ed a revised scale of Rs, 2000-2250, e.g., Director 
(Selection Grade), Water Wing, CW&PC, Deputy 
Chief Engineer (Power), CW&PC, General Manager, 
Grade I, Ordnance Factories, Additional Chief Engi¬ 
neer, AIR and Deputy Director General (Indian 
Supply/Inspection Service). There is no valid reason 
to treat the Industrial Advisers of the DGTD and of 
the Textile Commissioner’s office more favourably. 

6. The majority of the Commission have decided 
that the senior scale of the Class I Non-Technical 
Services will be Rs. 1050-1600, but it will be 
Rs. 1100-1600 for the Scientific Services and the 
Engineering Services, where recruitment to the junior 
scale is through the Combined Engineering Services 
competitive examination or the Engineering Services 
(Electronics) examination. For the Scientific Ser¬ 
vices the justification given is that the higher initial 
salary is in lieu of the more favourable rates of incre¬ 


ment admissible to them at present viz-, Rs. 700-50- 
1250 for the Scientific Services as compared with 
Rs. 700-40-1100-50/2-1250 for the others. The 
justification, however, does not apply to the Engineer¬ 
ing Services. In my view, the differentiation intro¬ 
duced by the majority of the Commission suffers from 
a number of defects, and may not be conducive to 
the efficient functioning of the administration; on the 
contrary it may induce a sense of grievance amongst 
the Non-Technical Services. 

My’ reasons are as follows :— 

(i) The differentiation is being introduced not 
at the entry stage of the Junior Class I level, 
but at the Senior Class I level. The pre¬ 
sumption, therefore, is that the differences 
in qualifications or in training were not the 
factors which persuaded the majority of the 
Commission to bring about this differentia¬ 
tion. 


(iii) (a) The Commission have adopted, as a guid¬ 
ing principle, that the duties and responsi¬ 
bilities of a post, or of a series of posts en- 
cadred in the Service should be the primary 
factor determining the pay scale for that 
post or service. In the Railways, the Posts 
and Telegraphs and the Ordnance Factories, 
both the Engineering and the Non-Techni¬ 
cal streams function side by side. It will be 
difficult to say that the functions, duties 
and responsibilities of officers of the Indian 
Railway Traffic Service or the Indian Rail¬ 
way Accounts Service at this level, are signi¬ 
ficantly less onerous than those of the Indian 
Railway Service of Engineers. According to 
the Commission’s recommendation, it may 


(ii) As already stated, the higher start of 
Rs. 1100 in the senior scale has been justi¬ 
fied on account of the better incremental 
rates allowed to Scientists. The existing 
Junior Class I scale for Scientists is also 
better owing to improved incremental rates 
as compared to the Junior Class I scale for 
the Engineering and Non-Technical Servi¬ 
ces. However, a higher start has not been 
recommended for the Scientists, who also 
have been given the normal junior scale of 
Rs. 700-1300. Two grounds have been 
advanced, viz., (a) greater flexibility in 
promotion to the senior scale, and (b) nece¬ 
ssity to maintain parity with Engineers, who 
work side by side. I am unable to see the 
force of either of the grounds. According to 
the Commission’s scheme, enormous flexi¬ 
bility has been provided even for posts 
above the Senior Class I level while allow¬ 
ing creation of posts up to 30% of the 
total strength (as against 12 to 13% at 
present approximately). Also, in Depart¬ 
ments such as the Atomic Energy Depart¬ 
ment there will be some Engineers, now on 
the SD-I scale of Rs. 700-40-1100-50-1250, 
who will be entitled only to the lower scale 
of Rs. 1050-1600. I, therefore, find an in¬ 
consistency in the Commission’s approach 
at these two levels. 



even happen that a Controller of Stores may 
draw a mgher salary than his colleague of 
the same seniority on the Traffic side- it 
could hardly be claimed that a person res¬ 
ponsible for operating the Railways is per¬ 
forming a less arduous task than one look¬ 
ing after stores. Similar remark apply to tne 
posts and Telegraphs and to the Ordnance 
Factories. In all these organisations, offi¬ 
cers of the Non-Technicai and of the Engi¬ 
neering streams are eligible for promotion 
to the same posts, and instances are not rare 
where the same post can be held by either 
an Engineering officer or a Non-Technical 
officer. 

(iii) (b) It is understood that while the Indian Ord¬ 
nance Factories Service has two branches, 
namely, the non-technical and the technical, 
the latter is not homogeneous. Besides re¬ 
cruiting Engineers through the Combined 
Engineering Services Examination, other 
technical personnel are also recruited to tnis 
branch, such as Chemists, Metallurgists, 
Leather Technologists, Clothing Technici¬ 
ans, and Designers. It is not unlikely that 
these technical categories will not qualify 
for the higher scale of Rs. 1100-1600 under 
the formula recommended by the majority 
of the Commission. It may thus happen 
that Members of the same Service and the 
same branch belonging to different disci¬ 
plines would come to have different scales 
of pay at this level. Similar complications 
may arise in the Indian Inspection and 
Supply Services. 

(iv) This marginal advantage given—to the 
Engineering officers may make it more diffi¬ 
cult to build up healthy relations and an 
esprit de corps among officers of the same 
or allied organisations. Since these major 
organisations have to work in a co-ordinated 
manner, and officers of various disciplines 
and specialisms have to be welded into a 
homogeneous team, differentiations of the 
nature proposed can only result in a lower¬ 
ing of efficiency, and breed inter-service 
rivalries. 

(v) There are many Non-Technical Services 
discharging vital tasks, e.g., Customs, 
Central Excise, Income-tax and the Audit 
and Accounts Services. It may be diffi¬ 
cult to substantiate that the duties these 
Services are performing are so distinctly 
inferior to the duties performed by the Engi¬ 
neers/Scientists at this level, that it would 
justify a lower scale of pay. The recom¬ 
mendations of a Pay Commission should 
not be based on a broad subjective assess¬ 
ment that ‘technical’ persons are performing 
more important functions than ‘non-techni- 
cal’ persons. Rather, they should be based 
upon a meticulous examination of the duties 
performed—and I am unaware of any such 
study in respect of these services at this 
level. 


(vi) The Commission’s recommendations apply 

only to particular categories of engineers. 

Thus, of the total number (11, lzO) of 
Class I Engineering posts, 6,864 beiong to 
reguiarly constituted Services, leaving a 
balance of 4,2o6 Engineering posts in 
various organisations. The Engineering 
posts on the specific scale of Rs. 7ui>l2ou 
(existing) can be broken up as follows :— 

Belonging to organised 

Services 2,590 

Not belonging to 

organised Services 1,097 

3,687 

The Commission’s present recommendation 
will, therefore, cover approximately two- 
thirds, though one-third will be denied this 
benefit, it may be difficult to justify a 
distinction of this nature amongst engineers 
themselves in the light of the criteria 
adopted by the Commission. Large num¬ 
bers of Engineers may be denied tms bene¬ 
fit even though they perform equally res¬ 
ponsible technical duties as their more for¬ 
tunate colleagues. Engineers in the follow¬ 
ing organisation may not qualify :— 

All India Radio 
Civil Aviation 

Directorate General of Technical 
Development 
Agricultural Engineers 
Chemical Engineers 
Senior Engineers, Security Presses 
Resident Engineers, Chain Command¬ 
ers and other Engineers in the Light 
House Department 
Automobile Engineers. 

It also follows that certain Specialists, who 
are today on the scale of Rs. 706-40-1100- 
50/2-1250 will not be benefited by the 
majority decision of the Commission, though 
others already on the Scientific scale of pay 
will be. Amongst the former category 
would be many Agricultural posts such as 
those of Assistant Commissioners (Food 
and Cash Crops), Deputy Directors (Deve¬ 
lopment), Deputy Directors (High Yield¬ 
ing Varieties Programmes), and Senior 
Marketing Officers. Under the same Minis¬ 
try, one Pharmacologist will get the higher 
start because he happens to be on the 
Scientific scale, while the other will not. 
These specialist posts normally require 
either a Master’s Degree in Science, or a 
technical degree. I see no justification for 
treating these officers differently. 

(vii) While on the Civil side the Commission have 
drawn a distinction at this level between 
non technical officers on the one hand, and 
scientific and engineering officers on the 
other, they have not done so when recom¬ 
mending scales of pay for the Armed Forc¬ 
es. Army Engineers have been given the 



119 


same scales of pay as officers of the general 
cadre in contormity witn toe existing prac¬ 
tice. Tins discrimination between tne v_ivil 
and the Military engineers may be dimcult 
to justify. 

(viii) Government is in urgent need of managerial 
and administrative taient aiso. A nair tor 
management, and organising capacity can 
be round not only amongst .Engineers but 
aiso amongst other disciplines. 10 draw a 
distinction between one person and anotner 
mereiy on toe ground tnat early in his life 
one nad entered an Engineering College and 
the other had pursued a dilierent course of 
studies may not be proper. 

(ix) A differentiation of the nature proposed 
may deter good candiuates rroin joining any 
Non-Tecnmcai Service as they may consider 
it to be a demonstrably inferior service com¬ 
pared to either the Engineering or the 
Scientific Services. 

I would accordingly recommend uniformity, parti¬ 
cularly between the Engineering Services and the so- 
caned Non-lech meal Services, who frequently work 
side by side, and are just as “professional” in their 
respective fields as their colleagues. 

7. (i) The majority of the Commission have re¬ 
commended that Principal Scientific Officers (Rs. 1100- 
50-1200-100-1500) in the Defence Science Service 
and Scientists Grade ‘SE’ (Rs. 1100-50-1200-60- 
1500) in the Atomic Energy Department should 
be put on the scale of Rs. 1500-2000. They 
have also recommended that the next higher level of 
Deputy Chief Scientific Officer and Scientist Grade 
‘SE' in the Atomic Energy Commission, both of 
which are now on Rs. 131)0-1800 should be given the 
scale of Rs. 1800-2250. The normal conversion that 
the Commission have been adopting for existing scales 
such as Rs. 1100-1400 is Rs. 1300-1700. For the 
Principal Scientific Officer/Scientist Grade ‘SE’, how¬ 
ever, it would perhaps be in order to give a more 
favourable conversion of Rs. 1500-1800. The still 
higher conversion of Rs. 1500-2000, now recom¬ 
mended, results in absolute increases of Rs. 240 and 
Rs. 400 respectively in the emoluments at the mini¬ 
mum and maximum of the new grade over the old; 
the latter in particular appears to be too sharp, as it 
amounts to a 25% increase. The normal conversion 
adopted for the grade of Rs. 1300-1800 (which is 
frequent among engineers) is Rs. 1500-2000. Since 
this grade itself has been proposed for the lower 
grade of Rs. 1100-1500, from which promotions take 
place to the present grade of Rs. 1300-1800, the 
Commission have proposed a special conversion of 
the latter to Rs. 1800-2250. This is resulting in 
absolute increases of Rs. 390 and Rs. 350 at the 
minimum and maximum over existing emoluments. 
The increase at the minimum (27%) is very high 
and will be admissible to the present incumbents 
almost as a windfall. It is also in marked contrast to 
the attempt in the pay fixation formula to restrict 
increases to Rs. 100 only as a result of our recom¬ 
mendations for any individual. 

(ii) I fully endorse the measures recommended by 
the Commission to make career propspects attractive 


for Scientists by providing for flexible complementing 
and merit promotion, so tnat tnere is no stagnation due 
to iacK ox posts tor toe meritorious, in my 
view, nowever, it is a necessary concomitant of these 
senemes ior rewarding periormance oy nigner pay 
ana more rapia promotion tnat a pay structure should 
be devised witn relatively snort, scales. Iwo very 
responsible witnesses, who were intimately connected 
witn science and technology have deprecated toe 
adoption of long scales for Scientists, as it may engen¬ 
der a sense ot complacency. Tne existing scale of 
Rs. 1100-1500 is of 6 years duration in toe Defence 
Science service. The proposed scale of ks. louo- 
2uoo, on tne other hand, is an 8-year scaie, and could 
well be shortened. For Scientists alone, giving the 
special conversion of Rs. 1800-2230 in lieu oi the 
existing scale of Rs. 1300-1 sOO may be unjustified, 
and may generate dissatisfaction amongst Engineers 
and others. 

(iii) In the Laboratories and other units of the 
Defence Research and Development Organisation the 
posts of Assistant Director, Deputy Director and 
Director are often held by Army Officers. The Assis¬ 
tant Director is normally a Principal Scientific Offi¬ 
cer or a Lt. Colonel, the Deputy Director is normally 
a Deputy Chief Scientific Officer or a Colonel. At 
present the Army Officers have a slight advantage in 
pay over their civilian counterparts holding the same 
level of posts. The revisions approved by the Com¬ 
mission for the ranks of Lt. Colonel and Colonel on 
the one hand and for the grades of Principal Scienti¬ 
fic Officer and Deputy Chief Scientific Officer of the 
Defence Science Service on the other would result in 
reversing the existing relativities. 

(iv) For administrative reasons and for a closer 
linkage between pay and performance, I would recom¬ 
mend the following gra4es for these Scientists :— 

Existing Scale Proposed Scale 

Rs. 1100-1500 Rs. 1500-60-1800 

Rs. 1300-1800 Rs. 1680-60-1800-100-2000 

with a Sslection Grade of 
Rs.2000-2250 for the more 
able Scientists, who do not 
Progress further because of 
absence of higher posts. 

In making these suggestions, I have kept in mind the 
existing provision for direct recruitment also at these 
grades. 

This pattern would ensure that career values for 
Engineers and! Scientists are broadly comparable. A 
similar basic pattern (excluding the Selection Grade) 
may be indicated for other Services also where the 
existing grade of Rs. 1100-1400 is being given the more 
favourable conversion of Rs. 1500-1800; instead of the 
normal Rs. 1300-1700 (Revised). 

8. Economic Advisers in the Ministries of Finance, 
Commerce and Industrial Development —These posts 
are at present in the Joint Secretary’s scale (Rs. 2500- 
2750), and the majority of the Commission recom¬ 
mends their upgradation to Rs. 2500-3000. I find it 
difficult to recommend that while the Joint Secretaries, 
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who are in the mainstream of activity in these Minis¬ 
tries should continue on their existing scale, the Econo¬ 
mic Advisers should be given a distinct edge over them. 
The only reason that seems to have weighed with the 
majority of the Commission is that the Economic 
Advisers have “technical” qualifications, being Econo¬ 
mists. I would venture to suggest, however, that the 
real test should be an assessment of their duties and 
responsibilities, the importance of the task that has 
been assigned to these Economic Advisers, and whether 
they are discharging more onerous responsibilities than 
Joint Secretaries generally. I am not satisfied that they 
are in fact doing so, their functions being advisory, as 
the very designation states. I also find it somewhat in¬ 
consistent that while Economic Advisers at present in 
the Joint Secretary’s scale of pay should be upgraded, 
other Economists in the Director’s scale of pay (Rs. 
1800-2000) should receive the same benefits as Direc¬ 
tors in the general line. If there is no edgei given to 
the ‘specialists’ at this level, there is no apparent reason, 
that 1 am aware of, why an edge should be given to 
the ‘specialists’ at the Joint Secretary’s level, more so, 
when the specialists designated as Joint Secretaries are 
not to be similarly treated. 

9. While I am in general agreement with the recom¬ 
mendations made by the Commission concerning the 
regular grades for the Indian Economic Service and 
Indian Statistical Service, I regret I find it difficult to 
agree with my colleagues so far as the proposed Selec¬ 
tion Grade in these Services is concerned)'. This Selec¬ 
tion Grade is to be on a par with the Selection Grade 
recommended for the Indian Administrative Service. 
My reasons for differing from my colleagues are as 
follows :— 

(i) There are certain peculiar features of the 
Indian Administrative Service, viz., its sub¬ 
division into what are effectively 19 State 
cadres with rather disparate career propects, 
the need to achieve some degree of uniformity 
therein for candidates recruited through the 
same examination, both inter-se, and with the 
Indian Foreign Service, and the virtual com¬ 
pulsion to have a fairly long senior scale for 
retaining the existing flexibility in deploy¬ 
ment, and for enabling State Service officers 
to earn further increments after their pay on 
promotion has been fixed in the senior scale 
taking into account the; statutory increases 
ranging between Rs. 200 and Rs. 30.0 jj.m. 
These features do not apply to the Indian, 
Economic Service and Indian Statistical 
Service. 

(ii) If a Selection Grade of Rs. 2000-2250 were 
to be provided for the Indian Economic Ser¬ 
vice then there are likely to be repercussions 
on Central Services, Class I where there is 
no such grade. I do not see any valid reason 
why the Indian Economic Service and Indian 
Statistical Service should be treated differently 
from these other Class I Central Services. 
Only the Engneering Services above the level 
of the Superintending Engineer have been 
given a Selection Grade (Rs. 2000-2250). 
Here again, these Services can be distinguish¬ 
ed from the other Central Services, in that 
the number of posts above the level of 


Superintending Engineer (for example Chief 
Engineer) is somewhat limited. The Com¬ 
mission has accordingly recommended the 
device of a Selection Grade for these Ser¬ 
vices in order , to neutralise the lack of further 
promotion prospects. 

(iii) In the Indian Economic Service, it appears that 
as on 1st January, 1972 against the autho¬ 
rised strength of 18 posts in Grade I, there 
were only 7 officers in position on a regular 
basis and one on an fld hoc basis, thus leaving 
a gap of 10. It,also appears that while 30 
persons had been appointed to Grade I on a 
regular basis, only 7 were in position, and 23 
others were on deputation outside, of which 
13 were on posts higher than Grade 1 of the 
Indian Economic Service. The corresponding 
position for the Indian Statistical Service is 
that against an authorised strength of 10 posts 
in Grade I, only 7 officers were in position, 
5 on a regular basis and 2 on an ad hoc basis. 
On the other hand, 8 officers were on deputa¬ 
tion. These figures strongly suggest that there 
is no dearth of senior posts for officers, who 
have reached Grade I of the Indian Economic 
Service or the Indian Statistical Service, and 
that they can readily secure senior posts, both 
in the Central Secretariat and outside. In 
these circumstances, the creation of a Selec¬ 
tion Grade would be superfluous. 

10. I regret, I ajn unable to agree with the recommen¬ 
dations of my other colleagues on the Commission re¬ 
garding the suggested scale of -Rs. 700-1600 for the 
Assistant Medical Officers on the Railways (now pro¬ 
posed to be designated as Assistant Divisional Medical 
Officers). My reasons are as follows :— 

(i) At present, the bulk of the doctors in the 
Railway Medical Services are Assistant Medi¬ 
cal Officers on Rs. 350-900, They account 
for 2112 posts out of the total of 2259 
medical posts on the Railways (93.5%). It 
would be out of keeping with the other re¬ 
commendations of the Commission, and over- 
generous if officers today in Grade II were to 
be given increases (excluding Non-Practising 
Allowance) of Rs. 124* at the minimum, 
and Rs. 540* at the maximum. Even for the 
C.H.S. the Commission is recommending an 
initial recruitment grade of Rs. 700-1300, 
i.e., with the maximum Rs. 300 p.m. ‘lower 
than that proposed for the Railway Doctors. 
To reinforce this point I would add that not 
so long ago the bulk of the doctors on the 
Railways were upgraded from Class III to 
Class II. If they are again upgraded en masse, 
this time to Class I, it may have grave reper¬ 
cussions on the other Class III and Class II 
Services of the Railways, which are just as 
essential if not more so, for the proper func¬ 
tioning of the Railways. 

(ii) The issue was considered during discussions 
with the officers of the Railway Board, and 
as a sequel we received concrete proposals in 


^Emoluments calculated in accordance with the Ministry 
of Finance O.M. N'o. 1 (34)-EII(B) /68 dated the 15th July, 
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writing from the Board for restructuring the 
Railway Medical Services. While they ex¬ 
pressed the view that a Class II Medical Ser¬ 
vice on the Railways was necessary, they 
suggested that the number of AMOs could be 
reduced from 2112 posts existing at present 
to 1468 posts. On the other hand, they were 
prepared to establish a new grade of Assistant 
Divisional Medical Officers on Rs. 450-1100 
(in existing terms)with a total of 500 posts, 
they were also prepared to increase the 
number of posts of Divisional Medical Officers 
and higher posts to provide promotional 
opportunities. The Railway Board emphasis¬ 
ed the seed for sound internal relativities 
within the Railways rather than external 
parity, and pointed out that their require¬ 
ments were different from the requirements of 
the CHS, a,s they do not have teaching and 
research institutions. I find considerable force 
in the suggestions made by the Railway 
Board, who should know their own require¬ 
ments fully. I am, therefore, averse to making 
recommendations which are likely to cause 
working difficulties in the Railways. 

(iii) 1 think that apprehensions about not being 
able to fill the vacancies, or of having too 
rapid a turnover if the Class II is retained, 
are not substantiated even by the existing 
position. There are 1218 posts of Generalist 
AMOs, and of these only 17 posts ajre vacant 
—a proportion which should be acceptable. It 
is of course true that out of 915 posts of 
‘Specialists’ in the grade of AMOs (including 
Dental Surgeons), some 253 posts are vacant. 
Such a position is to be expected having re¬ 
gard to the CHS grade of Rs. 600-1300 for 
Specialists. It would be advisable not to re¬ 
cruit Specialists to this grade but to the pro¬ 
posed Class I grade, or as DMOs. At pre¬ 
sent, no posts are vacant in the DMO’s grade, 
which has 50 posts of Generalists and 68 
posts of Specialists. With the upward revisions 
proposed, and the inherent attractions of 
Railway Service (e.g., free passes), in my 
view the Railways will be able to secure the 
services of the doctors they require. 

(iv) We have pointed out that there are difficulties 

in recruiting doctors to the Army Medical 
Corps—but even so we have recommended a 
pattern which allows Rs. 1400 to an A.M.C. 
Captain in the 8th year, and Rs. 1550 to a 
Major in the 12th year. It appears too high 
to allow an Assistant Medical Officer (or 
ADMO) on the Railways, who is always in 
a civil station, to reach Rs. 1600. Such high 
scales may make recruitment to the AMC all 
the harder. 

(v) Besides the doctors in the CHS and the Rail¬ 
way Medical Services, there are a sizeable 
number of other doctors in various Civil 
Departments, who are today on Class II 
scales. We are not recommending their up- 
gradation, and have generally recommended 
the revised Class II scale for them. I see no 


reason why such a sharp distinction should 
be drawn between them and the Railway 
doctors. 

(vi) I find it somewhat incongruous that while the 
approach document to the Fifth Plan should 
announce that the Government are consider¬ 
ing revival of a licentiate course for doctors 
in the rural areas, we should be recommend¬ 
ing that the Railways, who do not require so 
many Class I doctors, should be called upon 
to upgrade all their posts of doctors to a scale 
higher than even the Junior Class I. The 
Railway doctors often have to work in semi- 
urban and rural areas, and the disparities 
between them and the other doctors would 
become all the more glaring in future. 

(vii) In my view, the Railway Medical Services 
perform duties which are only incidental to 
the proper functioning of the Railway system. 
Medical Services do not constitute the main 
operative cadre in what is primarily a trans¬ 
portation organisation. The Railway require¬ 
ments include the carrying out of routine 
checks on the medical fitness of operative 
staff, health care for the Railway employees, 
and public health measures in the Railway 
colonies. I have no reason to dispute the 
Railway’s contention that a Class II cadre of 
Doctors would be a,ble to adequately dis¬ 
charge many of these routine tasks. 

For these reasons, I would basically accept the pro¬ 
position that the Railway Medical Services be treated 
somewhat differently from the Central Health Services, 
and a Class II cadre for the Railway doctors be allowed 
to continue in the Railways. The AMOs who are to¬ 
day on Rs. 350-i900 may be given the Class II scale of 
Rs. 650-1200 that we have generally adopted. If, even 
with the new grade of Assistant Divisional Medical Offi¬ 
cers and the increased number ofl posts of DMOs men¬ 
tioned in para. 10(ii) above, the opportunities for up¬ 
ward progression are found to be inadequate then a 
Selection Grade with an appropriate number of posts 
may be created and given the scale of Rs. 900-1400. 
I would commend creation of a regular Junior Class I 
(Rs. 700-1300) as ha,s been suggested by the Rail¬ 
way Board and an increase in the number of DMOs. 
Depending upon the complements and the need to 
balance the opportunities available to both the Class II, 
and the proposed Class I, posts in the DMO’s grade 
may be filled in accordance with a suitable pre¬ 
determined ratio from these two Services. 

11. While I am in agreement with the suggestion to 
create a standing machinery for the purpose of regard¬ 
ing classes of employees, revising pay scales etc., and 
for reviewing various aspects of cadre management, I 
find it difficult to agree, however, with the machinery 
proposed by my other colleagues for implementing the 
suggestion. First, the functions of regarding and pay 
revision on the one hand, and cadre review on the other, 
are distinct, and are in fact the responsibilities of two 
different Ministries/Departments. The Finance Minis¬ 
try is primarily responsible for matters concerning pay 
revision. On the other hand, the Department of Per¬ 
sonnel is concerned with conditions of service, all as¬ 
pects of senior management, career development of 
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middle management, career planning for the All India 
and Central Government Services etc. It may be diffi¬ 
cult for a single body to be responsible to two different 
Ministries/Departments. Secondly, these matters are 
primarily management functions. The administrative 
content is high, and it may not be appropriate to remit 
them to a quasi-judicial body headed by a serving or 
retired Judge of the Supreme Court or the High Court. 
Thirdly, it lias been suggested that a different agency 
will be responsible for the collection of information and 
for the adoption of job evaluation techniques. Once 
adequate information and data have been coLected and 
analysed, the task of revising pay scales for particular 
categories of posts would be relatively simple, and may 
not call for the intervention of a high-powered quasi- 
judicial body. In many cases, pay scales may have to 
be revised quickly in order to prevent industrial unrest 
or to foster narmonious relations between the Govern¬ 
ment and its employees. Recent instances would be 
the Teachers in Delhi and the Doctors of the C.H.S. 
Pay scales outside the Government are subject to fairly 
rapid revision, and the Government should have the 
flexibility to adjust its own pay scales promptly accord¬ 
ing to changing requirements. In my view, the compul¬ 
sion that the Government should consult the proposed 
quasi-judicial body before proceeding to revise the pay 
of any group of posts would lead to undue rigidity. It 
would suffice if a machinery were to be created within 
the Ministry of Finance to ensure that limited pay 
revisions were carried out after full consideration of the 


detailed information, which should now be readily 
available. It is also desirable to discourage piecemeal 
revisions except under pressing circumstances. A quasi¬ 
judicial review may only be required when a general 
revision of t all pay scales is to be undertaken, and an 
overall view has to be taken. Such reviews should be 
infrequent, if a crippling increase in the establishment 
charges of the Government is to be avoided. On the 
contrary, the Commission’s proposal envisages pay re¬ 
vision of any class of employees either on the body’s 
own motion, or on a reference from the Government. 
Fourthly, the Department of Personnel, which has been 
constituted fairly recently, is responsible for cadre re¬ 
views etc. It may not be right at this stage to set up 
another body, quasi-judicial in character, which would 
have overlapping functions. This is all the more so 
because various Ministries/Departments (e.g., the 
Railways and the Atomic Energy Department) have 
considerable freedom to deal with their own services 
according to their requirements, and may find it incon¬ 
venient to surrender personnel and establishment mat¬ 
ters to the proposed quasi-judicial body. 

In short, I am of the view that a quasi-judicial body 
of the nature proposed would lead to working difficul¬ 
ties, and it would suffice if units were to be set up 
within the Ministry of Finance and Department of 
Personnel to discharge these functions in consultation 
with the various administrative Ministries concerned. 

H. N. RAY 
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SUMMARY OF RECOMMENDATIONS, MAIN CONCLUSIONS 
AND OBSERVATIONS 


Principles of Pay Determination (Chapter 5) 

A pay structure, if it is to be sound, should satisfy 
the tests of ‘inclusiveness’, ‘comprehensibility’ and 
‘adequacy’. It should also be fairly simple and rational. 

(Paras 3—17) 

2. Beyond the minimum subsistence level, the ade¬ 
quacy or otherwise of the Government’s pay structure is 
to be judged by the level of salaries that obtain in alter¬ 
native occupations. Considerations of supply and 
demand necessarily play a part, but are subject to cer¬ 
tain over-riding considerations. In the intermediate 
ranges, the limit is set by what the economy can 
afford. In the upper ranges, the limit is set by con¬ 
siderations of social acceptability. (Paras 21-22) 

3. The principle of “equal pay for equal work” may 

be considered in the limited context of Government 
employment, or it may also be assumed to have gene¬ 
ral applicability. Almost all memoranda received 
have drawn attention to the more favourable terms 
admissible to employees in the organised private sector 
than those admissible to the Central Government 
employees doing comparable work. The demand has 
been for ‘fair comparison’. (Paras 33 & 34) 

4. The present wage and salary structure prevailing 

in organised industry may not represent the structure 
that would have evolved as a result of the operation 
of market forces under conditions of near perfect com¬ 
petition, because of the sheltered position enjoyed by 
Indian industry. There are many distinguishing fea¬ 
tures, which are peculiar either to Government service, 
or to private trade and industry, with regard to pay, 
emoluments, conditions of service etc. in the two sec¬ 
tors. (Paras 51, 53—56) 

5. In fixing scales of pay, whether in public sector 

undertakings or under the Government, disproportion¬ 
ate importance should not be given to private sector 
salaries. The uncritical use of comparisons between 
Government salaries and salaries in organised trade 
and industry, without considering the work content 
and the totality of the prevailing circumstances, would 
be unjustified. The Government as the do min ant 
employer will have to take note of its dual role, both 
as employer and as the supreme authority responsible 
for the governance and development of the country. 
The Central Government should formulate its pay 
policy having regard to the profound influence that the 
pay scales adopted by the Central Government exert 
on State Governments, quasi-governmental institutions 
etc. (Para 68) 

6. The Government, however, should not ignore the 
fact that if the organised private sector is consistently 
able to offer higher wages and salaries than those 


offered by the Government for comparable work, then 
there would be a progressive deterioration in the quality 
and calibre of persons entering Government service. 
The first requirement is an efficient administration, and 
this will not be secured without a reasonable pay 
system, which reflects changes in the pattern of remu¬ 
neration in the outside world. Government service 
should attract and retain not only a high proportion 
of persons of average calibre but also a sufficient num¬ 
ber of persons of the highest ability and competence 
to provide leadership and to strengtnen the administra¬ 
tive and technical machinery. (Para 69) 

7. Too large a disparity between wages and salaries 
in the Governmental sector, and those in organised 
trade and industry, for broadly comparable work should 
not be permitted, as it is likely to react adversely on 
the efficiency of the public service in the long run. At 
the start of a career, the emoluments and other advan¬ 
tages under the Government should approximate fairly 
closely to what a person with similar qualifications, 
aptitude and training can obtain from a good employer 
in the private sector. A greater degree of divergence, 
however, between the total emoluments in the private 
sector and under the Government would be feasible 
and acceptable later in a person’s career. (Para 71) 

8. A common wage policy should be evolved for 
public sector undertakings, and an effective coordinat¬ 
ing machinery should be established, charged with the 
responsibility of ensuring that pay scales of public sec¬ 
tor undertakings should be. fixed with due regard to 
possible repercussions on other public sector under¬ 
takings, and on the Government’s own scales of pay. 
It should ensure that no single unit goes seriously out 
of line. This mechanism should respond flexibly to 
changes taking place in the economy as a whole. 

(Paras 74-75) 

9. A cautious adoption of job evaluation techniques 

over a limited sphere, particularly for industrial and 
fairly standardised jobs, seems to be indicated as an 
experimental measure. (Para 81) 

10. There are intractable difficulties in directly relat¬ 

ing pay with productivity for the bulk of the Govern¬ 
ment employees. However, the Government can, and 
should, forge stronger links than are prevalent now 
between the performance of a Government employee 
and the pay he draws. (Para 83) 

11. The concept of model employer is open to such 

diverse interpretations that no precise guidelines ot 
practical value are provided. w (Para 87) 

12. The Government being the dominant employer 
should formulate its own principles of wage determina¬ 
tion as suited to its needs. Accordingly, it has been 
found advisable to bear in mind several principles and 
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conditions in recommending scales of pay rather than 
rigidly adhering to a single principle. The true test of 
any set of principles to be adopted by the Government 
is whether the Government service is attracting and 
retaining the persons it needs and they are reasonably 
satisfied with the pay and other conditions of service 
taken as a whole. (Paras 90-91) 

13. For the majority of posts, the principle of 

‘Equal pay for equal work’ taken broadly to cover the 
range of a time scale is generally unexceptionable, when 
considering the Central Government alone as a sepa¬ 
rate entity. In the absence of any distinguishing fea¬ 
tures, employees of the Central Government in different 
branches should be paid equally if their work is 
adjudged to be of equal value according to certain 
well-established criteria. ~ (Para 94) 

14. The pay of a post should be related to the duties 

and responsibilities attached to that post, to the diffi¬ 
culty and complexity of the task to be performed, to the 
degree of supervision exercised, and to the qualifica¬ 
tions prescribed. (Paras 95—97) 

15. Simplification and rationalisation of the pay 
structure has been attempted to the extent possible. In 
devising a sound pay structure, equitable relativities 
have been sought to be established not only vertically 
but also horizontally. There are limitations, however, 
to the extent to which the existing pay structure can 
be simplified and rationalised, e.g., a drastic reduction 
in the number of grades may result in curtailment of 
promotion opportunities, and may prove unduly costly. 

(Paras 98—101) 

16. When making horizontal comparisons, it will 

initially be possible only to go by a broad overall assess¬ 
ment of the duties and responsibilities of various posts, 
and to allocate appropriate pay scales accordingly. 
Such an approach suffers from possible deficiencies 
and shortcomings. For this reason, the adoption of 
job evaluation techniques, first on an experimental 
basis and later, if found successful, on a continuing 
basis is being suggested. (Para 102) 

17. The principle of determining the pay of a post 

according to the duties and responsibilities, etc. attach¬ 
ed to that post can be extended for fixing the pay of 
the members of a regularly constituted service. In the 
latter case, it is possible only to take a broad overall 
view of the duties and responsibilities of the separate 
posts encadred in the service, and of the difficulty and 
complexity of the functions required to be performed 
by its members. The underlying assumption is that the 
more experienced officers will be assigned the more 
difficult and complex jobs, so that by and large there 
is correlation between the stage reached in the time 
scale and the duties and responsibilities of the posts 
likely to be held at that stage. (Para 104) 

18. Persons required to possess specified post¬ 

graduate qualifications or to undergo highly specialised 
professional training for the due discharge of their 
official duties should be adequately remunerated and 
their pensionary benefits safeguarded keeping in view 
the additional time and money spent in acquiring these 
qualifications and the relatively shorter period of their 
effective service. - (Para 105) 


Minimum Remuneration (Chapter 6) 

19. There is much to be said for the view that if 

additional funds could be made available to the Central 
Government by various economy measures or by addi¬ 
tional taxation and economy in non-Plan expenditure, 
these should first be used for the amelioration of the 
lot the people who are unemployed or under-employed 
rather than for ensuring a minimum wage related to 
certain norms set by the 15th I.L.C. for a section of 
the community. (p ara 20) 

20. Fair comparison with the private sector or with 
the public sector cannot be accepted as a sound basis 
for fixing minimum remuneration under the Central 
Government. If there is to be a comparison With the 
level of wages outside the Government, it cannot be 
confined only to the organised private or public sector. 

(Paras 21—23) 

21. Having regard to the prevailing level of wages 
in the agricultural sector and the general minimum level 
in trade and industry, the adoption of the minimum re¬ 
muneration based on the 15th I.L.C. norms at this stage 
would be tantamount to a misdirection of resources. 

(Para 25) 

22. With the development of the country and in¬ 

crease in national income the Government employees, 
should, in the fulness of time, be entitled to the need- 
based minimum wage according to the norms laid 
down by the 15th I.L.C. But in the present context 
the Central Government employees should not be 
treated as a specially privileged section of the commu¬ 
nity and guaranteed a need-based minimum wage 
according to these norms when the Government are 
not able to provide even the barest essential to millions 
of their less fortunate compatriots. (Para 26) 

23. The 15th I.L.C. norms need some modifications 

when applied to Government employees. The vege¬ 
tarian diet schedules recommended by the Indian Coun¬ 
cil of Medical Research Expert Group in 1968 should 
be adopted in respect of food requirements. While the 
activity status of the employee himself should be treat¬ 
ed as moderate”, that of other members of his family 
should be treated as sedentary. The cost of the food 
basket should be evaluated at the average prices for the 
12-monthly period ending 31st October, 1972 for the 
four major cities, viz., Bombay, Calcutta, Delhi and 
Madras. Since a Class IV Central, Government 
employee at the lowest level of salary has to pay rent 
for Government accommodation allotted to him, at the 
rate of 1\% of his pay, this would constitute a rea¬ 
sonable basis for determining the quantum of expendi¬ 
ture on house rent. (Paras 27_31) 

24. Even though the fringe benefits result in some 

saving of expenditure on the 1 part of the recipients or 
in mitigating the hardship to which they would other¬ 
wise have been exposed, no deduction should be made 
on account of these from the computations of minimum 
wa S e - (Para 35) 

25. Since a Central Government employee at the 
beginning of his career is not usually expected to be 
responsible for the maintenance of 3 adult consump¬ 
tion units including himself, the starting salary should 
be so fixed that at the end of 5 years, he should auto- 
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matically receive a sum equal to the need-based mini¬ 
mum remuneration, according to the Commission’s 
concept, (Para 38) 

26. Having regard to the low per capita income of 
the country, the acute unemployment situation, the 
state of finances of the Central Government and the 
likely repercussions of a high minimum wage on the 
finances of the State Governments, it is supremely 
important that the maximum restraint should be exer¬ 
cised in devising the new pay structure. Accordingly, 
the minimum remuneration for the whole-time Central 
Government employee at the start of his career should 
be fixed at Rs. 185 per mensum at the 12-monthly 
index average of 200 (1960= 100). (Paras 44-45) 

27. The special pay for certain categories of Class IV 
staff, whose work is exceptionally heavy or involves 
special risks, health hazards or employment in un¬ 
pleasant or uncongenial occupations, should be raised 
from Rs. 3 to Rs. 10 per mensem. Government 
should take action either to lay down uniform criteria 
or to prepare illustrative lists of categories for which 
this special pay should be admissible. (Paras 50—55) 

Starting Salary »f Class 1 Services and Maximum Salary 
under the Government (Chapter 7) 

28. The starting salary in the Class I Services, in¬ 

cluding the all-India Services, should be Rs. 700 per 
mensem. (Para 21) 

29. No change need be made in the present ceiling 

of Rs. 3500 per mensem on the maximum salary under 
the Government. (Para 37) 

General Recommendations on Pay Structure (Chapter 8) 

30. With the attainment of higher levels of deve¬ 
lopment, marginal differences in skills are of little 
significance for pay fixation. As a general rule posts 
in different departments which are broadly compar¬ 
able and for which equivalent qualifications have been 
prescribed should be placed on the same scale of 
pay unless there are over-riding administrative con¬ 
siderations to the contrary. It was, in certain cases, 
found necessary to let the consideration of internal 
harmony over-ride the need for external parties. 

(Paras 2—6) 

31. While recommending the continuance of most 

of the existing allowances and the abolition of 
some, no new allowances have been recommended 
nor any demands for increasing the quantum of the 
existing allowance have been endorsed except where it 
was found to be absolutely justifiable on strict and 
critical scrutiny. (Para 7) 

32. Posts in the various departments which are sub¬ 
stantially comparable as regards duties and responsi¬ 
bilities, mode of recruitment and qualification stan¬ 
dards have been grouped into common category posts. 

(Para 8) 

33. The existing system of time scales has gene¬ 

rally been retained with provision of fixed pay at cer¬ 
tain higher levels, (p ara 10) 


34. Long pay scales have generally been recommen¬ 

ded for entry/career grades, especially where promo¬ 
tion outlets are limited. For posts filled by promo¬ 
tion, relatively shorter pay scales have been consi¬ 
dered appropriate. (Para 12) 

35. Except in the case of blind alley categories a 

solution to the problem of stagnation should be sought 
in revising cadre structure and reforming cadre mana¬ 
gement. (Para 14) 

36. Continued progression on long scales running 

from 15 to 20 years or more should depend on perio¬ 
dic assessment of the employee’s performance. One 
efficiency bar has, therefore, been provided in 10—15 

years scales and two efficiency bars in the still longer 

scales. (Para 16) 

37. There should be a more effective application of 
efficiency bars than has been done hitherto. Measu¬ 
res should be taken to ensure that crossing the effi¬ 
ciency bar is no longer a routine matter and that those 
who do not pull their weight are denied further incre¬ 
ments. Government should also make more frequent 
use than they have done in the past of the grant of 
advance increments to persons who have done spe¬ 
cially good work and deserve recognition. 

(Paras 17—18) 

38. It is not practicable to adopt any pre-determin- 
ed ratio between the minimum and the maximum or a 
rigid time span. In recommending the quantum of 
increments in different scales the following broad 
principles have been followed :— 

(i) The increases in the rates of increment, 
being proposed on account of the erosion 
that the value of increments has suffered 
have necessarily had to taper off with in¬ 
creasing levels of pay. 

(ii) As far as possible the same size of incre¬ 
ment has been suggested for the same pay 
range except that wherever in a series the 
lower scale posts are feeder posts for those 
in the higher scale an increased rate of in¬ 
crement has generally been suggested in the 
higher scale in order to provide incentive 
for promotion. 

(iii) A higher rate of increment has been provided 
not only in a higher scale but even within 
the same pay scale towards the end. 

(iv) The almost universal feature of annual in¬ 
crements in the existing pay structure has 
not been altered, the only exceptions being 
the posts at the top levels for which the 
pattern of fixed pay or of biennial incre¬ 
ments has been proposed. 

(Paras 20-21) 

39. In future, an increment should be granted 
from the first of the month in which it falls 'due. 

(Para 22) 

40. The existing system of over-lapping scales has 

been continued. (Para 24) 

41. In/all cases of pay fixation under F.R. 22-C, 
where an employee is chawing pay at the maximum of 
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the lower scale, he should be allowed a notional in¬ 
crement above the maximum of the lower scale (equi¬ 
valent to the amount of the last increment in the 
scale) and the pay be then fixed at the next above 
stage in the higher scale. (Para 25) 

42. In all cases of promotions from one Class I 

post to another Class I post, the pay in the higher 
scale should be fixed at the stage next above the pay 
drawn in the lower scale irrespective of whether the 
lower post was held in a substantive, officiating or 
temporary capacity. (Page 26) 

43. The benefit of concordance tables should be 

available to all organised Class I Services which have 
the characteristics of an ‘established’ service. The 
benefit may continue in the scientific and technical 
services where it exists at present. The same arrange¬ 
ment .should be adopted for fixing the pay of promo- 
tees in services which have a junior and senior scale 
even though lateral induction takes place at the senior 
scale level also. The admissibility of this benefit should 
be widely publicised at the time of inviting applications 
for recruitment as this is likely to enhance the attrac¬ 
tiveness of these services. (Para 29) 

44. The device of special pay should be used as 

sparingly as possible although it cannot be discarded 
in the case of posts where persons have to be attract¬ 
ed for a fixed tenure from other cadres and depart¬ 
ments. The existing practice of granting special pay 
to officers brought on deputation to the Secretariat, 
or to posts at the headquarters of the departments 
should continue. (Para 34) 

45. The existing rates of special pay in respect of 

posts in the Central Secretariat should continue. As 
the nature of work in the headquarters’ organisations 
of the Central Services Class I, is broadly compar¬ 
able to that performed at the levels of Under Secre¬ 
taries and Deputy Secretaries in the Central Secreta¬ 
riat, the posts in the headquarters’ organisations of 
these services held by the senior scale officers should 
carry a special pay of Rs. 200 per mensem and those 
held bv officers in the junior administrative and inter¬ 
mediate administrative grades should carry a special 
pay of Rs. 300 per mensem. (Para 35) 

46. The field posts in the Central Services, Class 

I to which special pay is attached should, if held by 
a senior scale officer, carry a uniform special pay of 
Rs. 100 per mensem and those held by the junior 
administrative and intermediate administrative grade 
officers should cany' a special pay of Rs. 200 oer men¬ 
sem. (Para 36) 

47. In the technical and scientific departments also, 
the grant of special pay for posts at headquarters 
should be adjudged on the basis of the same criteria 
as applicable to posts in the headquarters of non¬ 
technical departments and special pay grafted where 
it is justified on merits. Bv and large. the rates of 
special pay attached to the posts at comparable levels 
should be uniform in different departments. 

fPara 37) 

4*8. The system of special oav be continued in the 
intelligence agencies and police and security organi¬ 
sations in view of the special requirements of these 
organisations. (Para 38) 


49. The system of granting deputation (duty) al¬ 
lowance is necessary where personnel have to be at¬ 
tracted to hold posts for a relatively short duration or 
for undertaking duties which are not similar to those 
entrusted to them in their regular line of work. No 
change is necessary in the existing provisions in this 
regard. The extent of application of the system of 
deputation allowance should, however, be limited to 
essential cases only. The cadre controlling authori¬ 
ties should strictly follow the principles laid down for 
processing cases of deputation in order to avoid dis¬ 
content among the staff. They should also keep a 
check on the number of persons from their depart¬ 
ments serving outside on depu’ation at any point of 
time so that the needs of the department do not suffer. 

(Paras 42-43) 

Promotion Policies 

50. The existing promotion prospects of the Class 
III as wril as Class IV cadres need further improve¬ 
ment. The specific recommendations in this behalf 
are as follows :— 

(i) Study leave rules may be extended to Class 
IV staff (and in certain cases Class III 
staff) to enable them to improve their edu¬ 
cational or technical qualifications. Serv¬ 
ing employees may be encouraged, by spon¬ 
soring their names and if necessary, by sub¬ 
sidising the fees, to prosecute the requisite 
training courses after office hours, either 
by entering the Industrial Training Insti¬ 
tutes or by joining any other duly recog¬ 
nised institute. Those who are willing to 
undergo approved courses of training may 
be given suitable bursaries. In all these 
cases, however, the extension of the con¬ 
cession should be subiect to suitability as 
judged by the department and should not 
be claimed as a matter of right. 

(ii) Employees who add to their qualifications 
in this manner may be allowed to compete 
with relaxed age limits, along with the out¬ 
siders. for higher posts. It may also be 
desirable for the benefit of such candidates 
to include in the selection tests, certain 
papers or tests relevant to the duties of the 
posts considered, in lieu of certain margi¬ 
nally relevant academic papers or tests. 

(iii) There is a sizeable amount of routine cleri¬ 
cal work which in certain departments is 
assigned to posts of Record Keeoers etc., 
in the grade of Rs. 105—135. Efforts 
should b a made to identify such work and 
create similar posts in other departments 
also. The«e po«ts mav be set apart for the 
promotion of Class IV officials. 

(iv) Cases of direct recruitment which are now 
occurring at certain intermediate levels in 
Class TTT in some departments should be re¬ 
viewed to see whether their continuance is 
justified. In anv case the serving emplo¬ 
yees who possess the requisite qualifications 
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should also be made eligible to compete by 
relaxing the age limits, if necessary. 

(Para 47) 

For enabling the brighter employees in Class II 
and Class III to get quicker promotion, it would be 
advantageous to introduce a larger number of limited 
competitive examinations. If necessary, the existing 
promotion quotas should be increased. (Para 48) 

Lateral Entry 

51. Persons outside the Government who have 
gained experience in the various evocations, or who 
possess specialised qualifications relevant to the tasks 
in hand should be inducted into the middle manage¬ 
ment levels of the civil service. The procedure for 
such lateral induction may be as follows :— 

(a) In all the Class I Services (including the 
Indian Administrative Service but excluding 
the Indian Police Service and the Indian 
Forest Service), 10 to 25 per cent of the 
vacancies* arising each year in the Junior 
Administrative Grade or its equivalent grade 
should be filled by direct recruitment. 

(b) The actual percentage of vacancies to be 
filled in each service in this manner should 
be decided upon after a review of the cadre 
composition and the requirements of each 
service. 

(c) Suitable age limit for competing at the 
selection should be laid down in respect of 
the outside candidates. Similarly appropriate 
qualification requirements and duration of 
experience sholud also be stipulated. The 
experience referred to should be in positions 
comparable to posts in the Government just 
below the Junior Administrative Grade or 
its equivalent. 

(d) In order that suitable serving officers are also 
considered thev should be allowed to comoete with 
the outsiders for the vacancies set anart for being 
filled by direct recruitment. The number of serving 
officers who should be permitted to offer themselves 
for selection should be roughlv the same as the 
number included in the zone of selection for normal 
promotion through the Deoartmental Promotion Com- 
itees, namelv not more than 5 to 6 times the anti¬ 
cipated number of vacancies including the quota 
set apart for direct recruitment. 

(e) These recommendations do not refer to ser¬ 
vices in . respect of which senarate recommendations 
have been made in the relevant Chapters. 

I'* 1 ' * (Para 50) 

Selection Grades 

52. Selection Grade serve a useful puroose by 
moderating the disparities which might exist in pro¬ 
motion prospects for comparable cadres in different 
departments. In Class IV and Class ITT cadres, the 
Selection Grade should generally be introduced on 
the basis of the following criteria :— 


♦Subject to Member Secretary's reservations. 


(a) Generally, selection grades should be pro¬ 
vided for the posts which are filled by direct recruit¬ 
ment where the number of higher posts to which 
employees in a particular cadre can seek promotion 
is less than half the strength of that cadre. 

(b) The number of selection grade posts should 
not be less than 10 per cent but should not exceed 
20 per cent of the posts for which they serve as the 
selection grade. For the purpose of calculating the 
number of selection grade posts, all the posts which 
have been in existing for three years should be taken 
into account whether the posts are permanent or 
temporary. The percentage of selection grade posts 
should be in inverse proportion to the percentage of 
higher promotion posts available. 

(c) The selection grade should not b£ granted to 
an employee until the incumbent has covered three- 
fourths of the span of the main scale. 

(d) The number of selection grade posts as also 

the need for their continuance in a particular cadre 
should be reviewed every three years and the selec¬ 
tion grade posts varied or discontinued, as the case 
may be. (Para 53) 


Headquarters Organisation of the Government of India 
(Chapter 9) 

53. It would not be advantageous on the whole to 
shut out direct entry to the Section Officer’s grade. 

(Para 32) 

54. The existing quota of 10% of the posts in 

Grade II of the CSCS reserved for the Class IV per¬ 
sonnel should be enhanced to 15%. (Para 41) 

55. A regular opportunity should provided to the 

stenographers in the non-Secretariat Organisations for 
entering the cadre of Secretariat Stenographers. Out 
of the five vacancies filled bv direct recruitment in 
the present Grade II of the CSSS, one should be re- 
served for the stenographers working in non-Secre¬ 
tariat offices. (Para 46) 

56. In the CSSS, a non-functional selection grade 
should be provided above the present grade of Rs. 
350(500)-900. The proposed selection grade should 
carry the scale of Rs. 900—40—1100—50—1400 
and its strength shou’d be 25% of the strength of 
the existing grade of Rs. 350 (500)—900. 

(Para 49) 


Office Staff in Non-Secretariat Organisations 
(Chapter 10) 

57. An early comprehensive review should be 

carried out in order to remove the anomalies in the 
existing classification of offices into Attached offices 
and Subordinate Offices. (Para 4) 

58. Lower Division Clerks should be recruited on 
the basis of open advertisement and a competitive 
test instead of through the Employment Exchanges. 

(Para 16) 
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59. The existing quota of 10% of the vacancies in 
the Lower Division Clerk’s grade reserved for the 
Class IV personnel should be increased to 15%. 

(Para 17) 

60. The present system of granting advance incre¬ 

ments to direct recruits or promotees to the Upper 
Division Clerk’s grade in the Audit Department on 
their passing the confirmatory test should be disconti¬ 
nued. (Para 24) 

61. The position regarding Selection Grade Upper 

Division Clerks in Subordinate Offices should be 
reviewed and only such posts of Selection Grade 
Upper Division Clerks should be continued as fulfil 
the conditions existing in the Accounts Offices, viz., 
substantial direct recruitment to the grade of Upper 
Division Clerks and having to pass a departmental 
examination to earn future promotion. (Para, 27) 

62. Government should review the need for con¬ 

tinuing posts of Assistants in the Subordinate offices 
after all the offices outside the Secretariat have been 
reclassified. (Para 28) 

63. Except for very small organisations, there 

should not be less than two nor more than three 
clerical supervisory levels. The highest supervisory 
grade (clerical) should be allowed only in the larges 
offices. (Para 36) 

64. A selection grade on Rs. 550—750 should be 

allowed to the Stenographers who are today on the 

scale of Rs. 210-425. (Para 55) 

All India Services (Chapter 11) 

Indian Administrative Service 

65. While it is for the Government to devise in con¬ 

sultation with the U.P.S.C. the scheme of examination 
to suit the requirements of the different Services, the 
pay scales cannot be related only to the standards of 
the recruitment examination. (Para 12) 

66. It would neither be practicable nor desirable to 
dispense with the long senior scale for the I.A.S. 

(Para 18) 

67. It would not be a feasible proposition to have 

identical scales both for the I. A.S. and the Central Class 
I Services. There is, however, a case for narrowing 
the existing disparities. (Para 20) 

68. The strength of the selection grade in the I.A.S. 

should be equal to 20 per cent of the senior posts under 
the State Government with the provision that, no officer 
should be promoted to the selection grade before he 
has entered the 14th years of service. (Para 26) 

69. While the existing system of special pays should 

continue, the number of posts) in the I.A.S. carrying 
special pay should not exceed 75 per cent of the senior 
posts under the State Government (excluding those in 
the super-time sca)e). (Para 28) 

70. The Central Government should lay down guide¬ 

lines for the rates of special pay for various levels of 
posts in the State Secretariats. It should not be obli¬ 
gatory to attach a special pay to all posts of Deputy 
Secretary in the States. (Para 29) 


71. State Governments should review the position 

and grade the different district charges for the purpose 
of special pays only. (Para 31) 

72. All posts of Secretary in West Bengal should be 

upgraded to the super-time scale of pay applicable to 
Divisional Commissioners. (Para 32) 

73. In each State one or two posts should be given 

the scale recommended for the Additional Secretary to 
the Government of India. (Para 33) 

74. The existing equation between the Chief Secre¬ 

tary and the Secretary to the Government of India 
should continue. In the case of the newly-created 
smaller States, the equation should be with the Addi¬ 
tional Secretary. (Para 34) 

75. The Chief Secretary, Delhi should be equated 
to an Additional Secretary to the Government of India. 

(Para 35) 

76. The Central Government should, to the- extent 
possible, relieve promotion blocks in the affected States 
by selectively drawing in from such States a greater 
number of officers in the super-time scale to the Centre. 

(Para 36) 


Indian Police Service 

77. The existing relativity between the I P S. senior 

scale and that of the Central Class I Services should be 
retained. (Para 44) 

78. The strength of the selection grade in the I.P.S. 

should be increased from 15 per cent to 25 per cent, of 
the total number of senior posts in the State with the 
stipulation that selection grade will not be admissible 
earlier than the 14th year of service. (Para 45) 

79. Special pay should be allowed to the Superinten¬ 
dents of Police of those districts which ar e deemed to 
be more important and difficult charges. The number 
of posts in the I.P.S. carrying special pay should not 
exceed 75 per cent of the senior posts under the State 
Government (excluding those in the super-tim© scale). 

(Para 46) 

80. The Inspector General incharge of the State 
Police, excluding the Inspector General incharge of the 
State Police in the newly-created States, should be 
granted a special allowance of Rs. 250 per mensem. 

(Para 51) 

81. The Central Government should tak e a rela¬ 

tively larger number of senior I.P.S. officers on tenure 
deputation from those State cadres where the promo¬ 
tion to the Deputy Inspector General’s rank is relatively 
slower. (Para 52) 

82. The amount of initial grant for uniforms should 
be raised from Rs. 1000 to Rs. 1200 and that of the 
renewal grant, payable after an interval of every 7 years, 
should be raised from Rs. 800 to Rs. 1000. 

(Para 53) 

83. A Kit Maintenance Allowance of Rs. 40 _ per 
mensem should be provided to all I.P.S. officers irres¬ 
pective of rank so long as they are working at posts 
which require them to put on and maintain uniforms. 

(Para 54) 
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Indian Forest Seme* 

84. The scheme of pay scales devised for the Indian 

Forest Service should broadly conform to the pay 
structure devised for the Central Class I Engineering 
Services. (Para 63) 

85. A selection grade ©f Rs. 2000-2250 should be 
introduced for the Conservator of Forests on the same 
principles as recommended for the selection grade in 
the Central Class I Engineering Services. (Para 64) 

86. The Central Government should examine the 

system of special pays in the Indian Forest Service and, 
in consultation with the State Governments, list out 
certain posts on a uniform basis which should carry 
special pays in all th e States. (Para 66) 

Central Services, Class I (Chapter 12) 

87. The integrated Time Scale of pay at present 

applicable to six of the Central Services, Class I, should 
be broken up into separate Junior and Senior Scales of 
pay. (Para 7) 

88. Recruitment to all the Central Services, Class I, 

should be so regulated as to enable the officers in the 
Junior Scale to generally get promoted to the Senior 
Scale after completion of not more than 5 years of 
service. Proper cadre management and career planning 
are essential in all these services. (Para 11) 

89. The Junior Administrative Grade for these ser¬ 

vices should be in the scale of Rd. 1500 (14th year 
or under)-2000, the maximum being the same as recom¬ 
mended for the maximum of the Senior Scale of foe 
Indian Administrative Service. This grade should be 
in replacement of the existing scales of Rs. 1300-1600 
and Rs. 1600-1800. If, however, any of the depart¬ 
ments consider it administratively more expedient to 
retain foe existing two separate levels, the two segments 
could be Rs. 1500 (14fo year or under)-1800 and 
Rs. 1800-2000. (Para 16) 

90. The pay of officers on promotion to foe Junior 

Administrative Grade in the Central Services, Class I, 
should be fixed as per a concordance table. If the ap¬ 
plication of the condition of 14th year or under for 
promotion to foe Junior Administrative Grade creates 
difficulties or operates harshly in respect of the officers 
promoted from foe respective Class II cadres. Govern¬ 
ment should examine and adopt a formula which would 
be equitable and also legally tenable for regulating 
their pay. (Para 17) 

91. The pay scales of the posts of heads of depart¬ 

ments in foe Central Services, Class I deserve to be 
considerably improved, having regard to foe duties, the 
span of responsibilities etc. On foe basis of the ac¬ 
cepted criteria of workload as reflected in terms of 
staff strength, jurisdiction, number of sub-offices and 
other relevant considerations it should be possible to 
differentiate between the various charges at. this level in 
the different services and the posts upgraded to the level 
of Joint Secretary on a selective basis. (Para 24) 

92. While the scale of Rs. 2250-2500 should apply 
to the majority of the posts of headsi of departments in 
these services in replacement of the existing scales of 
Rs. 1800-2250 anti Rs, 2000-2500, a minimum of 
33-1/3 per cent of foe posts in these grades should be 
placed in the scale of Rs. 2500-2750, If, for adminis- 
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trative and other considerations, it is thought necessary 
by any department to place some more posts in. the 
higher grade (subject to the number not exceeding 50% 
of the posts in the existing Senior Administrative 
Grade), such proposals should require the prior con¬ 
currence of foe Ministry of Finance. No special 
pay should be attached to any of the post of heads of 
departments in these services in addition to foe proposed 
scales. (Para 25) 

93. The existing restrictions on the pay plus special 

pay of foe officers of foe Central Services, Class I, in 
the posts of Under Secretary and Deputy Secretary in 
the Central Secretariat do not serve much public pur¬ 
pose, merely act as an irritant, and should be 
discontinued. (Para 40) 

Class II Servlets and Posts (Chapter 13) 

94. Having regard to the different roles assigned to 

the Class I and Class II services, and to foe need for 
building up cadres to man foe senior administrative 
posts, the existing division into Class I and Class II 
services should be retained. (Para 6) 

95. The distinction made at present between foe 

Class II and the Junior Class I grades is justified and 
it is not repugnant to any particular principle. The 
Class II cadre should, therefore, continue as a separate 
entity. (Para 9) 

96. On foe demand for a larger quantum of reserva¬ 

tion for promotion to foe Class I cadre, there cannot 
be any common pattern, as the practice differs a great 
deal depending largely on the needs and organisation 
of foe different services. (Para 10) 

97. As regards weightage for the service rendered 
in foe Class II on the subsequent promotion to Class I, 
some weightage should be accorded at least in those 
Class I services where promotion from Cla&si II is. 
for all practical purposes, to the senior scale of 
Class I, and the extent and the conditions governing 
the weightage should be decided by the departments. 

(Para 10) 

98. Tlie Class II service should be conceived as 
primarily providing a promotion avenue for the Class III 
staff, and from the point of view of improving their 
promotion chances, it would be desirable to avoid 
direct recruitment to Class II, wherever possible. The 
choice should, however, be left to the individual 
departments, since the decision would have to depend 
on the size of the Class II cadre and foe qualitv of the 
Class III base from which promotion takes place. 

(Para 11) 

Engineering Services (Chapter 14) 

Class I Services 

99. While an arithmetical equation between the 
Engineering and the Indian Administrative Service is 
not practicable, the salary structure should aim at a 
broad parity between them. With this in view, the 
junior scales of the two services have been equated, the 
existing differential at the start of the Senior Scale 
narrowed, the Junior Administrative Grade improved, 
both by equating the maximum of this scale in all the 
Engineering Services with the maximum of the Senior 
Scale of the Indian Administrative Service, and by 
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providing an equivalent Selection Grade above this 
level. The highest posts have also been upgraded so 
as to bring them in line with the highest posts available 
to the Indian Administrative Service. Given the basic 
differences in the present structure between the two 
services, this is the most that is practicable at the pre¬ 
sent time. (Para 13) 

100. Since the subject matter with which the Secre¬ 
tariat has to deal, has tended to become increasingly 
technical, or otherwise specialised, there is more scope 
than before for greater use being made of specialist 
officers at all levels. The extent of such in-take will 
depend upon several factors and cannot be considered 
solely from the aspect of the avenues of promotion 
that can be created for a particular cadre or cadres— 
technical or non-technical. The paramount considera¬ 
tion in deployment of personnel should obviously con¬ 
tinue to be the promotion of the public interest, and 
the suitability of the employee for the task in hand. 

(Para 26) 

101. The demand of the Engineering officers for 

various allowances such as Technical pay, Field Duty 
allowance, Non-Practising allowance and Post-graduate 
allowance have been examined, and it is found that 
these demands are not justified. There is, however, a 
case for the grant of a suitable special pay to personnel 
in organisations handling complex problems arising 
in modern types of construction, new designs etc. The 
actual quantum of the special pay for the different 
grades may be decided by the Government in conso¬ 
nance with our general recommendations on special 
pay. While there would normally be no justification 
for attaching any special pays for this work in organi¬ 
sations such as the Central Water & Power Commis¬ 
sion, whose primary concern is design and engineering 
planning, there is a case for granting special pay to 
officers posted to investigation circles set up for con¬ 
ducting basic surveys on river valley, irrigation and 
power projects etc., prior to detailed planning and the 
engineering of these projects. The Government may 
decide on the actual rates. (Para 27) 

Non-Gazettedl Engineering Staff 

102. The entry grades for posts requiring the three- 
year diploma course in engineering, of whatever spe¬ 
ciality, should be generally one of Rs. 425-700. 

(Para 39) 

103. In many engineering organisations specially in 
the field of telecommunications, graduates in engineer¬ 
ing as well as in science have entered in large numbers 
to the existing initial grade of either Rs. 210-470, 
Rs. 210-425 or Rs. 180-380. In the non-gazetted 
scientific category, a uniform grade of Rs. 550-900 has 
been provided above the initial grade of Rs. 425-700. 
The next higher grade above the entry scale of 
Rs. 425-700 should generally be one of Rs. 550-900 
in the non-gazetted engineering cadres also. Where, 
however, the organisation pattern requires the presence 
of more than one grade above the initial grade, the 
range of Rs. 550-900 should be splif into two grades, 
namely, Rs. 550-750 and Rs. 700-900. (Para 40) 

Railways 

104. In the engineering departments other than 
mechanical engineering, the grades of Assistant Ins¬ 


pector and Inspector Level III should be merged into 
a single grade and designated as Inspector Level III. 
Above this, there should be two grades of Inspector 
Level II and Inspector Level I. (Para 47) 

105. With the merger of the grades of Rs. 180-240 

with the grade of Rs. 205-280, the major grievance of 
the Train Examiners has been removed. One or two 
consequences arise out of this decision. First, the 
complement in the initial grade of Train Examiners 
has become very large resulting in an unbalanced 
cadre structure; and second, there is no middle level 
of sufficient size between the skilled grade (Rs. 110- 
180) and the Assistant Train Examiners grade, which 
will be in the scale of Rs. 175-380 (in the existing 
terms). The Government may examine the implica¬ 
tions. The Government may also review the grade- 
wise percentage distribution of posts for this category 
as 92-94% of the posts will now be in the lowest 
grade. (Para 53) 

Posts and Telegraphs 

106. Ten per cent of the posts of Engineering Super¬ 
visors should be placed in the Selection Grade of 

Rs. 550-900. (Para 59) 

Wireless Planning and Coordination Wing 

107. It is understood that some difficulty has been 

experienced in recruitment to Technical Assistants 

grade (Rs. 210-425) as compared to the other engi¬ 
neering cadres. The promotion prospects of Techni¬ 
cal Assistants Grade II are more limited. There is 
thus a case for reducing the percentage of direct recruit¬ 
ment to Technical Assistants Grade I considering that 
there is 100 percent direct recruitment to Grade II. 

(Para 61) 

Overseas Communications Service 

108. ■'The Junior Technical Assistants in the Over¬ 
seas Communications Service is on the same scale 
(Rs. 210-470) as Engineering Assistants in the All 
India Radio. This scale happens to be higher than 
those applicable to similar categories in the Posts and 
Telegraphs (Rs. 180-380) and in the Wireless Plan¬ 
ning and Coordination Wing (Rs. 210-425). There 
is no need to change the existing relativity. (Para 65) 

109. In some departments six advance increments 

are being given to engineering graduates who are 
recruited to posts for which the minimum prescribed 
qualifications are only an engineering diploma. It is 
not a healthy arrangement to have a large percentage 
of graduate engineers in cadres for which a diploma 
in engineering is all that is considered necessary. This 
practice is not only an unnecessary burden on the 
exchequer but also involves under-utilisation of engi¬ 
neering graduates and raising expectations in them 
which cannot be satisfied. This concession should, 
therefore, be withdrawn. (Para 70) 

Ministry of Works & Housing 

110. Ten per cent of the posts of Junior Engineers 
should be placed in the Selection Grade of Rs. 550-900 

(Para 67 ) 
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Draftsmen 

111. There is no justification for the existence of as 
many as 30 different pay scales in the range of pay 
from Rs. 110 to Rs. 575 in a category where the levels 
of the skills required are fairly well established and 
coujld be expected to be homogeneous among the 
various departments. Draftsmen should be assigned the 
following revised scales and should satisfy the qualifi¬ 
cation requirements noted against each for purposes of 
direct recruitment: — 


Level 

Proposed 
scale (Rs.) 

Qualifications for 
direct recruitment 

1 

2 

3 

I 

. 260—430 

Matric plus one year’s 
experience. 

II 

. 330—560 

Matric plus 2-year 
Diploma in Draft¬ 
smanship or its 

equivalent. 

III 

. 425—700 

Matric plus 3—year 

Diploma in Engineer¬ 
ing or its equivalent. 

IV 

. 550—750 

Degree in Engineering 
or its equivalent. 

V 

. 700—900 

Degree in Engineering or 
its equivalent with 
experience. 

(Para 80) 


Ferro Printers 

112. There does not seem to be aiiy need for 

as many as 11 grades that are now in existence and 
many of which differ only slightly from one another. 
The scales which now exist should be broadbanded 
into five scales. (Para 84) 

Scientific Services (Chapter 15) 

113. A long time-scale is generally unsuitable for 

scientific work as there is no demonstrable positive 
link between pay and performance. A graded struc¬ 
ture which facilitates the reward of good work through 
selective promotions would serve as a powerful incen¬ 
tive to better performance. Adequate flexibility 
should be built into the structure for permitting the 
timely creation of higher posts to which the abler 
scientists could be promoted. (Para 16) 

114. As in most of the organised Class I Services 
promotions to the Senior Scale in the Scientific Services 
also should take place around the 6th year of enter¬ 
ing the Junior Class I Grade. To ensure this, the 
number of Junior Scale and Senior Scale posts taken 
together should be fixed for the establishment and the 
Departments should be given the freedom to vary the 
individual numbers in the Junior and Senior Scales. 

(Para 17) 

115. Flexibility should be permitted so that posts in 
the grade above the Senior Scale also can be readily 
created to accommodate able scientists who would 
otherwise be held up for lack of vacancies. The Depart¬ 
ments should be allowed to create additional posts, if 
necessary, in the grade immediately above the Senior 
Scale for the promotion of merited scientists, The 


number of posts in the grade immediately above the 
Senior Scale should not exceed 30% of the total num¬ 
ber of posts in the Junior Scale, Senior Scale, and the 
next higher grade taken together. Normally this pro¬ 
portion would be well below the stipulated figure, so 
that there is always room for recognition of the meri¬ 
torious scientists. While it is not necessary to make a 
stipulation as to the minimum service period for such 
a promotion it may be proper that normally a scientist 
should have worked for about five years in the Senior 
Scale before he is considered for a further promotion. 

(Para 17) 

116. The higher posts created as a result of the 

flexible complementing recommended above will be 
personal to the incumbents, and on vacancies arising 
owing to further promotion of their incumbents, or 
otherwise, these posts will revert to the level at which 
initially sanctioned. (Para 17) 

117. It is not necessary to have this flexibility for 

the creation of posts in the still higher grades. How¬ 
ever, the Department of Atomic Energy enjoys the 
flexibility to create higher posts also; this arrangement 
need not be disturbed. However, in other departments 
also, as a recognition of the contribution .of the out¬ 
standing scientists, it should be made possible to pro¬ 
mote them to any of the prescribed higher grades, com¬ 
mensurate with their merit, by creating new posts on 
a personal basis. To distinguish this provision from 
the ‘flexible complementing’, these other appointments 
may be called as ‘special merit appointments’. The 
provision for such appointments should also be used 
to enable an outstanding scientist, if he so chooses, to 
stay on in his own particular field rather than move to 
a higher post outside his field of specialisation or into 
administration. (Para 17) 

118. For the effective implementation of the scheme 
of flexible complementing and special merit appoint¬ 
ments, it is necessary that promotions in the Scientific 
Departments should be made on the basis of periodi¬ 
cal assessments (say, once or twice a year), by one or 
more Committees consisting of the Head of the Labo¬ 
ratory or other scientific institution and outside experts 
in kindred disciplines. The further details may be 
settled at the highest level, in consultation with the 
Union Public Service Commission, and the National 
Committee on Science and Technology. (Para 17) 

119. These recommendations would apply to. all 

the scientific posts except those pertaining to adminis¬ 
trative and advisory functions in the Ministries and 
Departments. These recommendations, if necessary 
with minor modifications, should be applicable, even, in 
the scientific surveys and exploratory organisations like 
the Anthropological, Geological, Botanical and Zoolo¬ 
gical Surveys also which today have a hierarchical 
structure. (Para 17) 

120. The provision that exists in some scientific 
departments for direct recruitment to the Senior Class 
I Scale and the Junior Administrative Grade or its 
equivalent, does not seem to have, been used to any 
appreciable extent. With the flexibility recommended 
for the creation of posts at these levels, it should be 
possible to induct experienced scientists from outside 
without jeopardising the promotion prospects of those 
already in service, The ; scales recommended for these 
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two grades are sufficient to attract young and merito¬ 
rious scientists who may be staying abroad. Further, 
in fast developing technical and scientific fields it is of 
supreme importance that persons closely associated 
with scientific developments in the advanced countries, 
and with current knowledge of research work there, 
should be persuaded to enter Government research 
laboratories, and to impart their knowledge to their 
colleagues. In all scientific organisations there should 
be provision for lateral induction, by direct recruit¬ 
ment to a reasonable percentage of these posts. 

(Para 17) 

121. Contrary to the normal run of posts under the 
Government, for the top scientific posts it is necessary 
to take cognizance of the merit and worth of the indi¬ 
vidual scientist, and the pay of an outstanding scientist 
should be fixed on the individual’s merits. (Para 18) 

122. In regard to the proposed merger of the diffe¬ 
rent grades in the Department of Atomic Energy, the 
department itself would be in a better position to take 
a decision in the light of the revised pay structure that 
has been prescribed for scientific officers as a group. 
Further, substitutes have not been prescribed for the 
‘fast track’ grades; the department may determine these 
substitutes with reference to the main scales prescribed. 

(Para 30) 

II. Class II Services and Posts 

123. There appears to be no justification for the 

large number of scales that at present exist for this 
group of posts. (Para 36) 

III. Non-Gazetted Scientific Staff 

124. There is no uniformity in the designations of 

the non-gazetted scientific staff. In this connection 
the recommendation made by the Second Pay Commis¬ 
sion that it would be useful to adopt standardised 
designations, is reaffirmed. (Para 37) 

125. The levels of duties (of the non-gazetted scien¬ 

tific staff) do not vary to such a great degree as to 
justify the large number of pay scales that have come 

into existence. (Para 38) 

126. There should be only four levels in the non- 
gazetted category of scientific staff :— 

Level I should be that corresponding to the existing 
grade of Rs. 325-575. There should be direct recruit¬ 
ment to the majority of these posts, for which the 
qualification should be (a) M.Sc., or (b) B.E., or 
(c) First Class B.Sc. (Honours) or (d) at least a 
second class B.Sc. or Diploma in engineering with 
about 3 years’ experience. There should be a provi¬ 
sion for the promotion of merited scientific assistants 
in the next lower grade (Level II). 

127. Level II would be that corresponding to the 
existing grade of Rs. 210-425. Recruitment to this 
level should be confined to those having at least a 
second class B.Sc. (Honours) or B.Sc. with not less 
than 55% marks in the aggregate or a Diploma in 
engineering. There should b# a small provision for 
promotion from the grade indicated below (Level III) 
but such promotion should be strictly on merit, 


128. Level III should correspond to the existing 
grade of Rs. 150—300. At,present there is a consider¬ 
able degree of direct recruitment to this grade from 
among B.Sc.’s or occasionally B.Sc.’s with experience. 
For the nature of work performed at this level science 
graduates of superior calibre would be wasted, and a 
sense of frustration may develop amongst the qualified 
persons. This level should, therefore, be normally 
filled by promotion. However, some organisations do 
not have a sufficiently large base of laboratory assis¬ 
tants or technicians for filling the posts on Rs. 150-300 
and, in that case direct recruitment becomes necessary. 
Where it is impracticable to do away with direct recruit¬ 
ment at this level a small measure of direct recruitment 
may have to be continued; but the qualifications pres¬ 
cribed should be distinctly lower than those which we 
have indicated for Level II above. 

129. Level IV would correspond to the existing 

grade of Rs. 110-200. For this level Matriculation or 
Intermediate qualification with a science background, 
with or without laboratory experience, should suffice. 
At present there are some posts at this level but on the 
higher scales of Rs. 150-250, Rs. 150-240, Rs. 150- 
205, Rs. 150-200 etc. The posts are normally filled 
by promotion, though there is direct recruitment in 
some cases. This level should be retained, but the 
concerned posts should, in future, be normally filled by 
promotion. (Para 41) 

130. Posts in all the organisations which are* now 

on the scales referred to in Table XI should be re¬ 
placed by the substitutes which have been indicated 
against each. In case the qualifications prescribed 
for any of the posts do hot conform to those indicated, 
then the position should be reviewed where a higher 
qualification has been prescribed and if the work 
content of the post justifies its being placed in the 
higher level, it should be upgraded to that level. 
Otherwise, die qualification requirements should be 
commensurately lowered for the future recruits. The 
posts on scales other than those referred to above 
should be fitted into the structure that has been 
envisaged. (Para 44) 

131‘. Where the grade of Rs. 425—700 would be the 
highest in the non-gazetted scientific cadre, 10% of 
these posts should be placed in the selection grade 
of Rs. 550—900. There should be at least one such 
selection grade post, in the scale of Rs. 550—900 pro¬ 
vided the number of posts on Rs. 425—700 is not 
less than five. The other conditions should be as 
stipulated in our general recommendations regarding 
selection grades. (Para 48) 

Medical Services! (Chapter 16) 

132. All future recruitment to the Central Health 

Service at the lowest level should be to the Class I 
junior scale. (Para 7) 

133. The existing posts of General Duty officers 

Grade II and Grade I should be placed in the Class 
I junior and senior time-scales and the complements 
in the two scales so adjusted as to provide for promo¬ 
tion from the junior to 'thc senior scale in about the 
sixth year of service as in other Central Class I 
Services. (Paras 7-8) 
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134. The procedure for absorption of existing in¬ 
cumbents in the junior and senior scales should be 
as indicated in para 8 

135. A structural reorganisation of existing super¬ 

time Grade II of the Service has been suggested. 
There should be at least one post in the new Spe¬ 
cialists’ Grade I (Rs. 1800—2250) for every clinical 
speciality. (Para 12) 

136. A scheme of special merit promotions for 

officers belonging to Supertime Grade I and II and 
Specialists Grade I has been suggested. (Para 15) 

137. Future recruitment to the Railway Medical 

Service should be in the integrated Class I Scale. 
The method of fitment of the existing Assistant 
Medical Officers in the new integrated scale has been 
indicated. (Para 25) 

138. The existing prohibition of private practice 
by Government doctors and grant of non-practising 
allowance instead should continue. A revised system 
of grant of non-practising allowance at fixed rate for 
various pay slabs has been suggested in lieu of the 
existing percentage rate. (Paras 31, 34, 35 & 37) 

139. A qualification pay of Rs. 100 per mensem 
for possessing a post-graduate degree and Rs. 50 per 
mensem for possessing a post-graduate diploma 
should be admissible to doctors (including Dental 
Surgeons and Physicians of Indigenous Systems of 
Medicine and Homeopaths) provided such a qualifi¬ 
cation is not stipulated as essential for the posts con¬ 
cerned. The qualification pay should be admissible 
even if the qualification is acquired while in service. 

(Paras 39, 65, 74 & 84) 

140. Government should examine the feasibility 
of including the Class I and Class II medical posts 
outside the Central Health Service in that service. 

(Para 47) 

141. Ten per cent of the posts of Dental Surgeons 
in the Railways in the scale of Rs. 650—1200 may 
be placed in a Selection Grade of Rs. 900—1400. 

(Para 71) 

142. A post-graduate degree or diploma or a 

minimum of five years’ experience in addition to a 
degree or diploma may be specified as an essential 
qualification for posts of Research Officers belonging 
to the Indigenous Systems of Medicine and the 
Homeopathy. (Para 79) 

143. The doctors belonging to the Indigenous Sys- 

terms of Medicine and the Homeopaths may be allowed 
the facility of private practice subject to certain res¬ 
trictions. No non-practising allowance should be 
given in such cases. (Para 83) 

144. Messing Allowance at present admissible for 

the nursing staff should be merged in their pay scales 
and should not be granted separately. Dearness 
Allowance and City Compensatory Allowance 
(wherever admissible) should be allowed to such 
staff in full at the same rates as applicable to other 
employees. (Para 90) 

145. A minimum increase ia pay of Rs. 150 per 
mensem should be provided on promotion as Matron 


In-charge (in Junior Scale Class I) from the grade 
of Assistant Matron in the existing scale of Rs. 250— 
380. (Para 93) 

146. Nurses attached to Operation Theatres and 

Intensive Care Units should be given a special pay 

of Rs. 30 per mensem. Government may devise 
suitable criteria for the application of this recommend¬ 
ation. (Para 99) 

147. Nursing staff who possess at the time of re¬ 

cruitment or acquire subsequently a degree in Nursing 
should be granted two advance increments provided 
they are not required to possess it as a condition of 
their employment. (Para 100) 

148. The rate of Uniform allowance should be 

increased to Rs. 150 per annum for Nurses and Rs. 
200 per annum for Matrons. (Para 104) 

149. 20 per cent of the posts of Health Visitor 
in the revised scale of Rs. 330—560 should be 
placed in a Selection Grade of Rs. 425-640. 

(Para 108) 

150. Except in the Ministries of Defence and Rail¬ 

ways, 20 per cent of the posts of Health/Sanitary and 
Malaria Inspectors in the revised scale of Rs. 330— 
560 should be placed in a Selection Grade of Rs. 
425—640. (Para 120) 

151. 20 per cent of the posts of Radiographers/ 
X-ray Technicians in the scale of Rs. 330-560 may 
be placed in a Selection Grade of Rs. 425-640. 

(Para 131) 

152. Except in the Railways, 20 per cent of the 
posts of Dressers in the scale of Rs. 200-260 should 
be placed in a Selection Grade of Rs. 225-308. 

(Para 137) 

Economists and Statisticians (Chapter 17) 

153. In order to improve the cadre structure of 
the I.E.S. and the I.S.S., the strength of Grade IV 
of the two Services should be reduced by converting 
a substantial number of Grade IV posts which are 
today in Class I into Glass II posts. Further, the 
strength of Grade IV and Grade HI of these Ser¬ 
vices should be so adjusted that a direct recruit to 
Grade TV should have a reasonable prospect of mov¬ 
ing into Grade in in about the 6th year of his service. 

(Para 9) 

154. Direct recruitment to two successive grades 

should be avoided as far as possible. Direct recruit¬ 
ment to Grade HI should be abolished and at the 
level of Grade H the 50 per cent proportion of direct 
recruitment should be reduced to about 25 per cent. 
Direct recruitment to Grade I of these Services seems 
unnecessary. (Para 13) 

155. Posts above Grade I, carrying economic or 

statistical functions, should be filled after considering 
the eligible officers of these services. (Para 15) 

156. A Selection Grade above Grade I should be 

provided in the I.E.S. and the I.S.S. on the scale of 
Rs. 2000—2250. (Para 17) 
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Class IV Staff (Chapter 18) 

157. All Daftries in the Railways, including those 

in the Stores Department, should be placed in the 
same scale of pay as applicable to Daftries in other 
Government Departments. (Para 8) 

Workshop Staff (Chapter 19) 

158. Wages paid by the Government to the work¬ 

shop artisan categories should not be differ too great¬ 
ly from the wages prevailing in public sector under¬ 
takings or even in private industry, if the Government 
establishments are to have a fairly contended work 
force and to avoid any serious depletion of their 
skilled manpower. (Para 4) 

159. The present classification of workshop staff 

into unskilled, semi-skilled, skilled and highly skilled 
does not appear to call for any basic revision. How¬ 
ever, instead of classifying the categories by the levels 
of ‘skill’, it would be more satisfactory to classify 
them numerically i.e., Grade I, Grade II, Grade III 
etc. (Para 5) 

160. There should be only one level for the un¬ 

skilled and one for the semi-skilled category. One 
long scale or two short scales (which are segments 
of the long scale) should be sufficient to cover the 
range of skilled category. Two scales are considered 
essential for the highly skilled category. Thus a 
maximum of six levels should be adequate to cover 
all reasonable requirements. (Paras 6 to 9) 

161. The pay scale for the unskilled staff should 

be identical with the pay scale of other lowest grade 
of Class IV staff. (Para 12) 

162. The pay scale of skilled grade and highly 
skilled grade should be comparable to that of a Lower 
Division Clerk and Upper Division Clerk respectively. 

(Paras 13 and 14) 

163. The posts in the existing scales of Rs. 100— 
130 and Rs. 100—142 should be suitably reclassified 
into semi-skilled or lower skilled grade after assessment 
of the job. Similarly posts in the scale of Rs. 130—205 
should also be properly classified either into the upper 
skilled grade, or into highly skilled grade II. 

(Para 13) 

164. A new grade of Master Craftsman should be 

created subject to the criteria specified. In order to 
ensure a uniform approach, an inter-departmental 
committee should work out further detailed criteria 
for the allotment of this grade. (Para 16) 

165. Government have agreed to set up expert 

bodies for reviewing the existing categorisation of 
workshop staff in all major employing Ministries ex¬ 
cept Railways. They have also agreed to set up an inter¬ 
departmental co-ordination machinery for ensuring 
a reasonable measure of uniformity of standards. The 
fitment of categories into the proposed new scales 
should be made on the basis of the recommendations 
of these expert bodies. (Pa,ras 18 & 19) 

(i) The demand of the Railway Federation for 
inclusion of dearness allowance for the calculation of 
hourly rates under the incentive bonus scheme does 
not appear to be justified. With the improvement in 


pay scales which have been recommended, Govern¬ 
ment should consider either revising the standards fox- 
earning incentive bonus or calculating it on the mini¬ 
mum of the scale instead of the weighted mean. 

(ii) The demand for treating the incentive bonus 
as pay on the analogy of ninning allowance is not 
justified. (Para 25) 

(i) For workers under piece rate system in De¬ 
fence establishments, basic time wage should be 
guaranteed. 

(ii) Incentive workers should not ordinarily be put 

on over-time except when it is absolutely unavoid¬ 
able in special circumstances. (Para. 27) 

166. Government should introduce a well-conceiv¬ 
ed bonus scheme for Government of India Press staff 
to maintain efficiency and productivity in the presses. 

(Para 29) 

167. In the Railway Workshops only Supervisors 

up to the level of Chargemen ‘A’ are entitled to in¬ 
centive earnings as well as overtime; as a consequence 
certain distortions have occurred in the pay structure. 
Apart from the proposed increase in pay scales, it 
may become necessary also to modify the incentive 
scheme and the hourly rates within the frame-work 
of the revised pay structure, to achieve a more satis¬ 
factory solution. (Para 43) 

168. Wherever Mistries are supervising the highly 
skilled grade”! workers, their pay scales should be 
the same as for highly skilled Grade I. (Para 33) 

169. Generally 2 levels of Chargemen and 2 levels 

of Foremen should be adequate for meeting the super¬ 
visory needs of workshops. (Para 39) 

170. At lea,st 33-1/3 per cent of the posts of Charge- 

men in the grade of Rs. 425—700 (in the Ordnance 
Factories and other Defence establishments) should 
be filled by direct recruitment from amongst diploma- 
holders in the Engineering or Science Graduates. A 
minimum of 25 per cent of posts of Chargemen in 
the scale of Rs. 550—750 in these establishments 
should also be filled by direct recruitment from En¬ 
gineering Graduates. (Para 54) 

171. There is a need for reviewing the complements 

in the existing grade of Rs. 370—500 in Ordnance Fac¬ 
tories and in the existing grade of Rs. 450—650 
in the Director General of Inspection and the Naval 
establishments. (Para 56) 

172. The current distinction between production 

shops and repair shops need not be maintained in 
future. (Para 56) 

173. A special grade of Principal Foremen may 
be introduced. The posts in this grade should 
be created on a personal basis as a reward for spe¬ 
cially meritorious work and proven efficiency in im¬ 
proving out-turn and maintaining discipline. 

(Paras 45 and 57) 

174. With the introduction of the new scales, As¬ 
sistant Foremen and Foremen in the Defence work¬ 
shops should not be entitled to over-time allowance. 
Also the technical supervisors in the Ordnance facto- 
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ries and Base establishment should not be allowed the 
facility of rent-free accommodation. (Para 59) 

175. Government may examine the feasibility of 
introducing an intermediate supervisory grade between 
the Technical Assistants and Assistant Engineers in 
the Posts and Telegraphs workshops. (Para 64) 

Common Categories (Chapter 20) 

Teachers and other Educational Staff 

176. Since selection grades have been granted to 

the Delhi Administration teachers, similar selection 
grades should be provided for teachers in the other 
schools run by the Ministries of the Government of 
India. (Para 6) 

177. For the other school staff such as physical 
education teachers, art and craft teachers and libra¬ 
rians working in the schools, suitable revised scales 
should be fixed after taking the existing relativities or 
parities vis-a-vis the teachers into account. 

(Para 7) 

178. For the posts of different categories of teach¬ 

ers in the schools run by Departments other than 
Railways and Defence for which the recruitment 
qualifications are the same as, and where the duties 
performed are also comparable to, those of similar 
categories in the Ministry of Railways and Defence, 
the appropriate revised scales and selection grades 
prescribed in respect of such categories under the 
Railways and the Defence Ministry should be adopted. 
In other cases, such as vocational training institutes, 
suitable substitutes may be decided upon keeping in 
view the revised scales recommended for other com¬ 
parable categories in each of the organisations in 
which the teaching posts exist. (Para 12) 

Drivers of Motor Vehicles 

179. Government should consider linking up various 

organisations, where there are no established cadres 
of drivers, with the main department or with another 
major organisation under a Ministry/Department for 
purposes of providing promotional avenues by plac¬ 
ing some posts in a selection grade. (Para 53) 

Librarians and Library Staff 

180. It is desirable to adopt uniform and precise 
qualification criteria for all future recruitment to the 
different grades of Class III posts. There should be 
only five levels of Librarians and Library Staff depen¬ 
ding on the qualifications to be prescribed. And 
these will be as follows :— 

Level I 

Where the work is of a simple clerical nature and 
Matriculation without any formal library qualification 
is required for direct recruitment or where all the 
posts are filled by promotion only. 

Level II 

(f 

For matriculates with a certificate (one year’s course 
after matriculation). 


Level III 

For Matriculates with a diploma in library science 
(two years’ course after matriculation) and for pro- 
motees from (I) and (II) above. 

Level IV (A & B) 

For Graduates with degree or diploma in Library 
Science (one year’s course after graduation) or its 
equivalent and for promotees from (III) above. 

Level V 

This should normally be a promotion grade for (IV) 
above; where direct recruitment is to be made a degree 
followed by diploma in library science (one year’s 
course after graduation) or its equivalent, and by 
four years’ experience or M.A./M.Sc. followed by a 
diploma in Library Science or its equivalent without 
experience may be prescribed. (Para 65) 

Marine Staff 

181. The pay scales of the executive and engineer¬ 
ing categories of marine staff should be related to the 
three types of the Certificates of Competency issued 
under the Inland Steam Vessels Act, 1917. 

(Para 77) 

182. The messing allowance to marine staff in 

Fisheries Organisations under the Department of 
Agriculture should be paid on a per diem basis for 
the days they remain on board. (Para 93) 

183. Marine staff in receipt of messing allowance 
should be paid full dearness allowance and full com¬ 
pensatory (city) allowance at the same rates as ap¬ 
plicable to other Central Government employees. 

(Para 93) 

Ministry of Agriculture (Chapter 21) 

184. Government should examine the need for 
direct recruitment at the three consecutive levels of 
Market Intelligence Inspector, Senior Market Intelli¬ 
gence Inspector and Market Intelligence Officer in the 
Directorate of Economics and Statistics. (Para 23) 

185. Government should examine whether the 

cadres of Locust Technical Officer and Senior Tech¬ 
nical Assistant/Technical Assistant (Selection Grade) 
in the Directorate of Plant Protection, Quarantine & 
Storage could be integrated to form a promotional 
cadre for the lower grades. (Para 31) 

186. The percentage of Class II posts in the Direc¬ 
torate of Plant Protection, Quarantine & Storage to 
be filled by promotion from the cadre of Technical 
Assistants should be increased from 10 to 25. 

(Para 32) 

187. The Milk Tanker/Milk Van Drivers and the 
artisan staff employed in the Cold Storage/Boiler 
Room in the Delhi Milk Scheme should continue to 
be paid special pay at the existing rates. (Para 36) 

188. The post of Chief Chemist in the Directorate 
of Marketing and Inspection should be filled by pro¬ 
motion of Senior Chemist only. Government should 
also consider whether the designations of Chief 
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Chemist and Sr. Chemist should be changed to Senior 
Chemist and Chemist respectively. (Para 42) 

189. Depending upon the field of specialisation, 
duties and responsibilities etc.. Government should 
consider upgrading some of the posts of Research 
Officer in the Forest Research Institute and Colleges 
from the Class II to the Junior Class I level. With 
this upgradation, the remaining posts in Class II should 
be filled entirely by promotion from the Class III 
staff. 

190. The posts of Research Officer in the pro¬ 
posed Class I scale of pay should be filled partly by 
direct recruitment and partly by promotion of the 
Class II officers in the organisation. 

191. Government should also consider whether the 

percentage of direct recruitment to the posts of Senior 
Research Officer (Ordinary Grade) in the Senior 
Class I scale of pay should continue to be the same 
as at present. (Para 62) 

192. In the Forest Research Institute and Colleges 
the cadre of Technical Assistants Grade I and Grade 
II should be merged. The posts in the merged cadre 
should be filled from amongst those who have passed 
the Intermediate or Higher Secondary Examination 
with Science. 

193. Government should also consider reducing 

the existing percentage of direct recruitment at the 
level of Research Assistant Grade II. (Para 65) 

The Senior and Junior Pilots engaged on flying 
duties in the Directorate of Agricultural Aviation 
should be allowed a flying bounty at the rate of Rs. 375 
per mensem. (Para 69) 

Ministry of Commerce (Chapter 22) 

194. The feasibility of encadring the posts in the 

Directorate of Commercial Publicity in the Central 
Information Service or alternatively, of drawing offi¬ 
cers from that Service on deputation may be ex¬ 
plored. (Para 7) 

195. There is a substantial degree of direct re¬ 

cruitment at every level in the Directorates of Pro¬ 
duction and Development and Chemical Processing 
in this organisation. The present position appears to 
call for a review. (Para 38) 

Ministry of Communications (Chapter 23) 

196. The need for direct recruitment at all the 
four levels in the Wireless, Planning and Coordina¬ 
tion Branch and at three levels in the Overseas Com¬ 
munications Service should be reviewed. 

(Paras 6 and 14) 

197. Direct recruitment should be introduced at 
the gazetted level for a percentage of the posts in the 
Traffic Branch of the Overseas Communications Ser¬ 
vice so that persons trained and experienced in the 


traffic side will become available to hold the higher 
posts. (Para 16) 

Posts and Telegraphs Department (Chapter 23) 

198. The Chairman, P&T Board, should continue 

in the rank of Secretary to the Government of India 
and all the Senior Members and Members should have 
equal rank and pay as for the Additional Secretaries 
to the Government of India. (Para 29) 

199. The posts of Deputy Directors General in the 

P&T Directorate should be placed in the two scales 
recommended for the Heads of Departments and 
Government should decide the posts which should be 
placed in these two grades. (Para 33) 

200. Whether the posts in the Telecommunication 

Research Centre should be filled by direct recruitment 
or deputation is a matter to be decided by the Gov¬ 
ernment. However, the deputation of the departmental 
officers should be so adjusted as not to adversely 
affect the promotion prospects of directly recruited 
officers. There should be no rigidity in regard to the 
period of deputation so as to ensure continuity in the 
research work. (Para 40) 

201. The Indian Posts and Telegraphs Traffic 

Service Class I, which now consists of only 5 posts, 
may be abolished. (Para 46) 

202. Direct recruitment to the Telegraph Traffic 

Service Class II should be retained. (Para 50) 

203. Government may examine the need for or 

advantage in having two parallel Class II Services in 
the Postal Branch. (Para 55) 

204. The existing age limit of 50 years for promo¬ 

tion to the Postal Superintendents Service Class II 
should be removed. However, to ensure early promo¬ 
tion of the deserving staff, 25% of the vacancies in 
this service should be filled on the basis of a depart¬ 
mental competitive examination. (Para 57) 

205. One post of Deputy Presidency Postmaster in 

each of the Presidency Post Offices, Bombay and 
Calcutta should be placed in the new grade of 

Rs. 900—1400. (Para 59) 

206. The Class I cadre in the Civil Engineering 
Wing being small, the department may soon be faced 
with difficulties in regard to recruitment and reten¬ 
tion, unless there is proper cadre management and 
recruitment is regulated keeping in view the opportu¬ 
nities of advancement for the direct recruits. 

(Para 72) 

207. The posts of Managers, Mail Motor Service, 

should be upgraded to Class I (Junior scale) and in 
de'serving cases higher initial start upto thrfce advance 
increments may be granted. (Para 73) 
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208. In regard to isolated posts, distributed in the 
various departments, Government should consider 
the feasibility of grouping them for purposes of re¬ 
cruitment and promotion. Alternatively, in preference 
to direct recruitment, such isolated posts may be filled 
by officers of the available regular Services. 

(Para 75) 

209. The classification of the P&T establishments 

into administrative and operating offices should be 
made on a functional basis adopting some broad and 
consistent criteria so that the pay structure of the 
staff employed in the two types of establishments may 
conform to the classification. (Para 78) 

210. The ministerial staff in the administrative 

offices also should be provided access to the gazetted 
grade, as is available to the staff in the operating 
offices. Also, a percentage of vacancies in the grade 
of Assistants in the P&T Directorate should be reser¬ 
ved for promotion of Upper Division Clerks from 
the field offices on the basis of a competitive exami¬ 
nation. (Para 79) 

211. The quota for promotion of the lower grade 

staff to the grade of Time Scale Clerks should be re¬ 
duced from 50% to 25%. (Para 82) 

212. Conditions regarding educational qualifica¬ 

tion and age limit should be laid down for promotion 
of the lower grade staff to the clerical and allied 
operating categories in all branches of the P&T De¬ 
partment. Also to ensure efficiency, the standard of 
departmental test should be improved. (Para 83) 

213. The demand for parity in pay scales between 

the Postal clerks and Upper Division Clerks is not 
justified. (Para 86) 

214. There is scope for improvement in the per¬ 
centage of LSG and HSG posts for the Time Scale 
categories in all branches by some liberalisation of the 
standards for creation of such posts. (Para, 88) 

215. Above the LSG there should be two super¬ 

visory levels viz. HSG I in the scale of Rs. 700—900 
and HSG II in the scale of Rs. 550—750, the higher 
scale being applicable only to certain specified cate¬ 
gories. With die improvement in the pay scales and 
promotion prospects recommended and with a vigw to 
improving the efficiency of P & T Services the existing 
system of promotion to the LSG and HSG posts based 
solely on seniority should be modified. In all branches, 
one-third of the vacancies in the LSG and all the 
posts in the HSG I should be filled by selection on the 
basis of merit. (Para 90) 

216. The expedient of granting special pay in lieu 
of a separate scale of pay to certain Time Scale posts, 
carrying higher responsibilities, may continue as it 
provides administrative flexibility and enables selection 
of suitable persons for holding such posts. (Para 93) 

217. The Town Inspectors of Post Offices should 

be upgraded. If necessary, their selection procedures 
may be revised and additional duties entrusted to them 
in view of the improved status. (Para 96) 

218. Special pay should be admissible to the Trea¬ 
surers and Assistant Treasurers of Post Offices regard¬ 
less of part-time or whole-time treasury work and 


should be based on the amount of cash disbursed 
during a month subject to certain restrictions. 

(Para 98) 

219. The posts of the Sub Postmasters carrying a 
special pay should be filled by selection on merit. 

(Para 103) 

220. The demand for parity between the Lower 

Selection Grade staff and the Inspectors in the postal 
branch is not justified. (Para 105) 

221. Considering the wide range and extent of res¬ 
ponsibilities attached to the Lower Selection Grade 
and Higher Selection Grade Postmaster categories there 
is need to redefine their charges with the object of 
placing the posts carrying relatively more onerous res¬ 
ponsibilities on higher scales of pay. (Para 108) 

222. A considerable degree of uniformity prevails 
in the method of recruitment, qualifications, training 
and promotional prospects of the various Time Scale 
categories. Even in regard to the working conditions, 
the differences are not such as to warrant disturbance 
of the existing parity among them which has the sanc¬ 
tion of past practice, and it would be desirable not to 
make any differentiation among them. (Paras 113, 

142 and 157) 

223. The present practice of having annual tests for 

the RMS Sorters should continue as such posts con¬ 
tribute to efficiency. (Para 115) 

224. The present practice of filling 50% of the 
general line Higher Selection Grade posts and the posts 
of gazetted Postmasters in th e postal branch from the 
cadre of Inspectors of Post Offices should continue. 

(Para 124) 

225. 25% of the vacancies in the cadre of Inspec¬ 
tors in the Postal and Railway Mail Service branches 
should be filled by direct recruitment either through 
the Union Public Service Commission or through the 
Subordinate Services Selection Board. (Para 126) 

226. The demand for parity between the P&T 
Telegraphists and the Junior Telegraphists in the Over¬ 
seas Communications Service is not justified. 

(Para 143) 

227. There should be direct recruitment to the grade 

of Telegraph Traffic Supervisors to the extent of 25% 
of the vacancies. (Para 151) 

228. The proposals regarding provision of transport 
facilities for women Telephone Operators to and from 
Telephone exchanges in the case of night duty at 
late hours or odd hours, adequate provision of dor¬ 
mitories and creches etc. deserve consideration. 

(Pafa 157) 

229. The reorganisation of the engineering cadres 

of the Telegraph Engineering branch is a matter to 
be decided by the Government. The existing arrange¬ 
ment under which a significant proportion of posts 
are filled by direct recruitment at three consecutive 
levels from candidates possessing somewhat similar 
entry qualifications should be reviewed. The qualifi¬ 
cations should be suited to the range of duties and 
responsibilities of various categories and of various 
pay scales. (Para 163) 
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230. The number of Selection Grade posts for the 

Cable Jointers should be computed on a circle basis 
so as to ensure equitable distribution among all the 
Divisions. (Para 173 

231. In the interest of uniformity of pay structure 
in the P&T Directorate, the Secretariat pattern of 
posts and pay scales may be introduced in its Air 
and Surface Mail Accounting section also. 

(Para 183) 

232. Government may examine the feasibility of 
having a separate cadre of store keeping staff in the 
Telecommunication Stores Organisation. (Para 201) 

233. There should be direct recruitment for 50% 

of the vacancies of Sarkars. (Para 203) 

234. Government may consider recruitment of can¬ 

didates with suitable technical qualifications for the 
posts of Testers in the testing organisation under the 
Additional Chief Engineer, Technical and Develop¬ 
ment circle. OPa^a 205) 

235. There is no justification for prescribing a 

higher scale for the test category than for the non¬ 
test category of Class IV staff. (Para 213) 

236. The non-test category staff should be provid¬ 

ed all reasonable facilities for acquiring literacy and 
give due priority for absorption in the test category. 
Further, they should be eligible for promotion to 
higher posts in the same way as the test category 
staff, provided they have passed the literacy test and 
possess the requisite qualifications. (Para 214) 

237. The claim of the Telegraphmen for parity in 

scales with Postmen, who have higher recruitment 
qualifications and more onerous and varied responsibi¬ 
lities, is not tenable. Their demand for parity with 
other semi-skilled categories is also difficult to sus¬ 
tain. (Para 215) 

238. Government may evolve a uniform and simple 

incentive scheme for the Telegraphmen relating the 
payment to the output above the standard norm. The 
proposal for treating the incentive earnings as pay 
for purposes of leave salary and pension is not accept¬ 
able. (Para, 216) 

239. The Telegraphmen may be granted a cycle 
allowance if cycles are not provided to them. 

(Para 217) 

240. All the Class IV posts in a Division or Sub 

Division should be pooled together branch-wise for 
purposes of determining the number of posts of 
Jamadars and such posts should be created according 
to a uniform standard by upgrading the existing posts 
and not by creating additional posts. (Para 218) 

241. There does not appear to be any need for 

setting up an Expert Committee, as proposed by the 
Federation of the National P&T Organisations, to exa¬ 
mine the general and special conditions of service of 
the P&T staff, as the basic issues appear to be fairly 
clear. (Para 220) 

242. In case an employee is required to work on 
a holiday on account of operational requirements, 


he should be compensated by grant of one day’s salary 
at the end of the month. (Para 221) 

243. As a rest day is already in-built in the weekly 

duty pattern of the staff working in the RMS sec¬ 
tions, it is not necessary to earmark for them a week¬ 
ly off day separately in addition. However, the staff 
working in the RMS sections having one or two sets 
may be required to work every day and they should 
be entitled to a weekly off. The ‘call duty’ staff 
should be allowed a weekly off wherever this can be 
arranged by pooling of staff located at the station. 
Where this is not possible, the staff called for duty 
on such off day should be given compensatory leave 
on another convenient day. As ‘call, duty’ seems to 
be irksome and not popular, there should be a system 
of rotation of such staff between the ‘call duty’ and 
‘fixed duty’ posts. (Para 222) 

244. No change is advocated in regard to the ‘alter¬ 

nate set system’ prevailing in the RMS branch. Also, 
the present difference in the working hours of the 
RMS Transit sections and Sorting sections is justified 
by the difference in the nature of duties performed 
in them. (Para 223) 

245. The necessity for split duty should be review¬ 
ed and wherever it can be dispensed with, it should 
be done. Where this is inescapable, priority should 
be accorded in the matter of allotment and construc¬ 
tion of quarters for them near the place of duty. 

(Para 224) 

246. The rates of outstation allowance of the staff 

working in the RMS sections should be fixed as a 
percentage of the daily allowance taking into account 
the free facilities provided to them. (Para 225) 

247. The rates of ‘night halt allowance’ paid to 
certain categories of staff, who travel constantly with¬ 
in their respective beats or jurisdiction, should be 
fixed as a percentage of the rates of daily allowance. 

(Para 226) 

Ministry of Education & Social Welfare (Chapter 25) 

248. Government should re-examine the need for 
direct recruitment to the posts of Chief Archaeologi¬ 
cal Engineer and Chief Horticulturist specially since 
there are no promotion avenues. It is suggested that 
the former could be filled by deputation from the 
CPWD and the latter by similar deputation or by pro¬ 
motion of Assistant Superintending Horticulturist. 

(Para 26) 

249. The Special pay of Rs. 100' per month admissi¬ 

ble to Superintending Archaeologists incharge of four 
major circles, Chief Horticulturist, Chief Epigraphist, 
Chief Archaeological Chemist and Chief Archaeologi¬ 
cal Engineer should merge with the grade pay and 
these posts should be placed in the scale of Rs. 1300- 
1700. (Para 28) 

250 1 . The Class III and Class IV establishment of 
the Social Welfare and Rehabilitation Directorate 
consists of a variety of instructors in different trades 
as well as artisans. In many cases posts on different 
scales bear the same designations. The Department 
should evolve distinctive designations for the different 
grades. (Para 54) 
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Ministry of External Affairs (Chapter 26) 

251. It will not be appropriate to disturb the 
existing parity as between the various grades of 
IFS(B) and the corresponding services organised 
under the Central Secretariat Services Scheme. 

(Para 10) 

252. Cipher Assistants should be put on the same 
scale as Assistants of the IFS(B) and the CSS with 
provision for grant of three advance increments on 
satisfactory completion of the period of probation. 

(Para 12) 

253. Research Officers in the Historical Division 

who are today on the scale of Rs. 350-800, should 
be placed on the revised Class I scale of Rs. 70040- 
1100-50-1300 after due screening and those not 
adjudged suitable for the revised Class I scale should 
be placed on the standard Class II scale, viz., 
Rs, 650—1200. (Para 20) 

254. A selection grade should be provided for 

Interpreters on the Class I Junior scaje. It should carry 
the scale of Rs. 1100-50-1300 and its strength should 
be up to a maximum of 25 per cent of the posts on 
the scale of Rs. 400—950. (Para 22) 

255. The Additional Foreign Allowance given to 

the officers of the Ministry of External Affairs on their 
posting in missions abroad should be abolished and 

the rates of Foreign Allowance revised taking this into 

account. (Para 30) 

256. The method of fixation of Foreign Allowance 

should be reviewed in order to rationalise the basis of 
its computation avoiding the need for resorting to slab 
deductions from time to time. (Para 31) 

Ministry of Finance (Chapter 27) 

257. The posts of Assistant Master and Deputy 

Works Manager in the Mints should be made inter¬ 
changeable and the post of Works Manager should be 
made a promotional post for them. (Para 20) 

258. The post of Deputy Master in the Mints should 
be filled by promotion of Works Manager only. 

(Para 21) 

259. Government should consider whether having 

regard to the nature of work, duties etc., of the 
Assistant Engineers in the Mints, the recruitment to 
these posts could be made from amongst Diploma 
holders. (Para 22) 


of Economic Affairs should be brought in line with the 
general pay structure for workshop staff recommended 
in Chapter 19. (Para 47) 

264. Government should consider rationalising the 

designations of the various supervisory posts in the 
industrial establishments under the Department of 

Economic Affairs. (Para 48) 

265. The designations of the posts responsible for 

the security arrangements in the Mints and Presses 
should be rationalised. (Para 51) 

266. The minimum educational qualification ' for 

recruitment to the posts of District Organiser in the 
National Savings Organisation should be a University 
Degree. (Para 55) 

267. Adequate cash awards linked to performances 

should be given over a fairly wide field to the field 
staff in the National Savings Organisation so as to 
induce a feeling of healthy competition among them 
for mobilisation of small savings. (Para 56) 

268. The cadres of Technical Assistants (Irrigation 

& Works) and Accountants in the Department of 
Expenditure should be merged. (Para 58) 

269. S.A.S. Accountants, Accounts Officers and 
other staff possessing the requisite cost accountancy 
qualifications and experience should be made eligible 
for appointment to the posts of Cost Accountant, 
Assistant Cost Accounts Officer and Cost Accounts 
Officer in the Central Cost Accounts Pool and for this 
purpose necessary age relaxation should be allowed. 

(Paras 60 & 61) 

270. The posts of Income Tax Officers Class II 
should continue -as a separate cadre. There should, 
however, be a clear demarcation between the charges 
normally to be held by Income Tax Officers in the 
Class I Senior Scale and those to be held by Class II 
officers and barring unforeseen contingencies there 
should normally be little or no interchangeability. 

(Para 72) 

271. Government should consider whether the 

Class II Executive Officers in the Narcotics Depart¬ 
ment could also be made eligible for promotion to the 
Class I post in the Central Excise and Customs 
Departments. (Para 75) 

272. The qualifications for direct recruitment to 
the posts of Inspector of Central Excise (Ordinary 
Grade), Examiner (Ordinary Grade) and Preventive 
Officer Grade I (Ordinary Grade) should be raised to 


260. Government should consider whether it would 

be desirable to have a uniform cadre structure for 
the Engravers in all the Mints. (Para 23) 

261. The posts of Engineer (Mechanical/Electri¬ 

cal) in the Junior Class 1 scale of pay in the Security 
Paper Mill, Hoshangabad, should be filled by direct 
recruitment. (Para, 28) 

262. Government should consider whether having 
regard to the work load etc., there could be an inter¬ 
mediary level between the Assistant Master and the 
Deputy Master in the India Security Press, Nasik. 

(Para 36) 

263. The pay structure of the tradesman and non- 


a University Degree and the recruitment to these and 
the posts of Inspector of Income Tax should either 
be made through the U.P.S.C. or the Subordinate 
Services Board likely to be constituted. (Pa,ra 80) 

273. Sepoys in the Central Excise and Customs 

Department who are trained in the use of fire arms 
should be given a special pay of Rs. 10 per mensem 
during the period they are employed on preventive, 
guard or other similar duties, which may require the 
use of fire arms. (Para 90) 

274. There should be no direct recruitment to the 

posts of Chemical Examiner Grade I in the ‘Central 
Revenue Chemical Service. (Para 96) 


tradesman categories in the Mints and artisan staff in 275. The number of posts in the selection grade 
other industrial establishments under the Department for the Divisional Accountants should be increased 
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from 10% to 15% of the permanent strength. 

(Para 130) 

276. The posts of Sorter in the P.&T. Audit and 
Accounts Offices should be made promotional posts 
for the Class IV staff in these offices. (Para 140) 

277. Government should suitably revise the quan¬ 

tum of charge-allowance/special pay admissible to 
selection grade clerks who are in independent charge 
of local audit offices etc., in Defence Accounts 
Department. (Para 142) 

278. The special pay of the Chief Machine 

Operator in the Hollerith Section under the Defence 
Accounts Department should be raised from Rs. 25 
to Rs. 40 per mensem. (Para 143) 

279. The posts of Record Clerk in the Defence 

Accounts Department should be made promotional 
posts for the Class IV staff. (Para 144) 

280. Government should review the need for 

special pay to the staff working in the Defence Audit 
wing of the Audit Department having regard to the 
liberalisation recommended in the rates of daily 
allowance. (Para 145) 

281. There should be uniformity of treatment in 
the matter of grant of incentives to S.A.S. passed 
clerks in all the Audit & Accounts Departments. 

(Para 146) 

282. There should be uniformity in regard to the 

quantum and the system of grant of special pay on 
appointment to posts in the Headquarters offices of the 
Indian Audit and Accounts and Defence Accounts 
Departments. (Para 147) 

Ministry of. Health and Family Planning (Chapter 28) 

283. As far as possible, the isolated Class I and 
Class II posts in the Ministry of Health and Family 
Planning should be filled by deputation instead of 
direct recruitment. 

(Paragraphs 19, 49, 52 and 119) 

284. A Post-graduate qualification in public health 

engineering may be prescribed as essential in future 
for the posts of Assistant Public Health Engineers in 
the Rural Health Training Centre and the Jawaharlal 
Institute of Post-graduate Medical Education and 
Research. (Paras 57 apd 81) 

285. The Vice Principal, College of Nursing should 
be given a special pay of Rs. 150' per month. 

(Para 66) 

286. The post of Director, National Tuberculosis 

Institute should be included in Supertime Grade I of 
the Central Health Service. (Para 86) 

287. The special pay of Rs. 150 per month_admis 

sible to one of the posts of Deputy Assistant Directors 
General in the Medical Stores Organisation should 
be withdrawn. (Para 93) 

288. The qualifications for the posts of Assistant 

Professors of Public Health Nursing and Midwifery 
Nursing in the All India Institute of Hygiene and 
Public Health should be reviewed. (Para 97) 

289. The scheme of flexible complementing and 
merit promotions recommended for the Scientific 


Services should apply mulalis mutandis to the 
scientific posts under the Department of Health. 

(Para 115) 

Ministry of Home Affairs (Chapter 29) 

290. Government should review the grant of com¬ 

pensatory. allowance admissible to holders of certain 
posts of Commandant, Deputy Commandant and 
Assistant Commandant etc. (Para 9) 

291. Unless in future there is any alternation in the 
role assigned to any police force or in the recruitment 
qualifications, the infantry soldier should have a slight 
edge over the Constables in the armed police forces. 

(Para 44) 

292. The scale approved for the matriculate 

constable of the civilian Police Forces should not be 
admissible to Constables assigned purely orderly 
duties. (Para 46) 

293. The Selection Grade of Rs. 85-110 for 

matriculate Constables of Delhi Police should be 
abolished. (Para 48) 

294. Sub-Inspectors in the Delhi Police should be 
given only one Selection Grade, in the scale of 
Rs. 455—700, instead of the existing 4 Selection 
Grades. The strength of the Selection Grade should 
be fixed at 10% of the number of Sub-Tnspectors. 

(Para 54) 

295. Direct recruits in the IB and CBI from the 
rank of Constable to that of Inspector and equivalent 
should be allowed the corresponding scales recom¬ 
mended for the Delhi Civil Police. In view of the 
specialised and complex nature of their work, they 
should, in addition, be granted special pay on the 
rates applicable to the deputationists. The same rates 
of special pay should apply to personnel in the ITBP. 

(Paras 57 & 58) 

296. Special pay allowed to Police personnel 
trained in the use of team-smoke. 3" mortar and 
Medium Machine Gun etc. and armed efficiency pay 
of Rs. 2 p.m. granted to Constables 'and Naiks in the 
CRP and BSF should be discontinued. (Para 60) 

297. Special pay given to Head Constable and 
ASIs employed as “proficients” and to Inspectors of 
District Police and these employed on traffic duties 
in the Delhi Police should be discontinued. 

(Para 61) 

298. The tradesmen in police forces should conti¬ 

nue to be given the police pay of the rank plus 
Special pay. (Para 62) 

299. Constables and Head Constables of the Delhi 

Police should continue to be paid the Metropolitan 
Allowance which should be redesignated as ‘Rajdhani 
Allowance’. (Para 63) 

300. No change need be made in regard to the 

system of ration allowance in the Central Reserve 
Police or in the rates of this allowance. The present 
‘belt system’ in the Border Security Force should be 
replaced by two classes of areas, viz., “qualifying 
areas” and “non-qualifying areas”. In qualifying areas, 
ration allowance should be allowed at fall rates in non¬ 
qualifying areas at half the rates. (Para 70) 
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301. The amount of ration allowance to BSF per¬ 
sonnel should be 10% of the monetary value of the 
rations at the BSF scale in the “qualifying areas”" and 
40% of the value in “non-qualifying areas”. 

(Para 72) 

302. A reasonable limit, say six months, should be 

prescribed as the period for which the detachment 
allowance can be drawn by the CRP personnel after 
a move. The authorities should determine after a 
month or two of the move, the approximate period 
for which the CRP force would have to be retained at 
that station and, where deemed necessary, to shift the 
headquarters of the battalion, after making satisfactory 
arrangements as regards accommodation etc., thus 
obviating the need for paying detachment allowance 
indefinitely. (Para 75) 

303. The grant of detachment allowance to BSF 

personnel is hardly justified and its continuance should 
be reviewed. (Para 76) 

304. The grades of Assistant Supervisor and 
Supervisor in the Hindi Teaching Scheme and of Hindi 
Supervisor and Assistant Supervisor in'the Posts and 
Telegraph Department should be merged. 

(Paras 80 & 85) 

Ministry of Industrial Development (Chapter 30) 

305. It is not considered necessary to provide a 
Selection Grade in the scale of Rs. 2000-2250 for 
Development Officers in the Directorate General of 
Technical Development as recommended for other 
Engineering Officers in view of the availability of a 
sufficient number of posts in a higher scale. 

(Para 13) 

306. The proposal for splitting up the scale of 

Development Officers into two grades Is not recom¬ 
mended. (Para 14) 

307. A reorganisation of the grade structure of 

officers in the Patents and Tirade Marks Organisation 
has been suggested. (Paras 25 & 26) 

308. The existing system of two grades for 

Directors and two grades for Assistant Directors in the 
Office of Development Commissioner, Small Scale 
Industries should continue. (Paras 31 & 32) 

309. A restructuring of the grades in the Indian 
Salt Service has been suggested. (Paras 40 & 41) 

310. There is no justification for parity of pay 

scales between the Indian Salt Service and the 
Customs Service. (Paras 40 & 41) 

311. The demand for parity of pay scales bet¬ 

ween the posts in the Office of Chief Inspector of 
Explosives and Director General, Mines Safety is not 
justified. (Para 47) 

Ministry of Information and Broadcasting (Chapter 31) 

312. Direct recruitment to Grade I of the Central 
Information Service should be discontinued and the 
percentage of direct recruitment to Junior Adminis¬ 
trative Grade increased from 121% to 25%. 

(Para 4) 

313. Junior and senior scales of Junior Adminis¬ 

trative Grade in Central Information Service should 
be merged. (Para 6) 


314. The posts of Field Publicity Officer in Grade 

IV of Central Information Service should be upgraded 
to Grade III of the Service. (Para 8) 

315. The posts of Field Publicity Officer (Border) 

in the Directorate of Field Publicity should be placed 
in the same scale of pay as recommended for the 
other posts of Field Publicity Officer encadred in the 
Central Information Service. (Para 28) 

316. The cadres of Assistant Director and Photo¬ 

graphic Officer in the Photo Division should he 
merged (Paya 33) 

317. The cadres of Junior Booker and Senior 
Booker in the Films Division should be amalgamated. 

(Para 56) 

318. The ordinary grade and the selection grade of 
Programme Executives should be merged. 

(Para 63) 

319. Some of the posts of Programme Executive 

should be placed in the junior Class I scale of pay 
and direct recruitment to this scale should not be less 
than 25%. (Para 63) 

320. The direct recruitment to the posts of Assis¬ 
tant Station Director should be discontinued and these 
posts should be filled by promotion of Programme 
Executives in the junior Class I scale of pay. 

(Para 64) 

321. 25% of the posts of Transmission Executive 
should be placed in a selection grade, 

(Para 66) 

322. Government should consider making anoint¬ 

ments on short term contract basis to the posts of 
Monitors in the Monitoring Division of All India 
Radio. (Para 70) 

323. The Stenographers of All India Radio should 
be given a special pay of Rs. 50 per month during 
the period they work on the Monitoring Unit. 

(Para 72) 

Ministry of Irrigation and Power (Chapter 32) ' 

324. (i) The Member (Commercial) is as present 

on a scale, the maximum of which is equal to the fixed 
pay of the other Members. It does not appear that 
there is any particular justification for such a small 
differentiation at the Member level and the Member 
(Commercial) should also have the same remunera¬ 
tion as the other Members. (Para 7) 

325. (ii) There are certain posts in the Farakka 
Barrage Project which are on the West Bengal 
Government scales of pay. No recom m endations in 
respect of these scales have been proposed as the pro¬ 
ject is nearing completion. The nearest revised .scales 
should be given in accordance with our recommenda¬ 
tions in respect of corresponding grades. 

(Para,s 10 & 11) 

Ministry of Labour and Rehabilitation (Chapter 33) 

326. As Labour economics is today an integral 
part of the equipment of the members of the Indian 
Economic Service, the Government should consider 
the question of eftoadering a certain percentage of 
posts of Assistant Labour Commissioners, Regional 
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Labour Commissioners and Deputy Chief Labour 
Commissioners in the Indian Economic Service 

(Para 16) 

327. Response to recruitment would improve if 

the Assistant Directors of Mines Safety are placed in 
the Junior Class I scale, with a simultaneous pro¬ 
vision that all the posts in the grade of Deputy 
Directors Mines Safety should be filed by promotion 
from among Assistant Directors. There should be a 
suitable training programme, including a period of 
attachment to mining corporations in the public sector 
so as to enable the young recruits to acquire the 
experience necessary to obtain a First class Mine 
Manager’s Certificate of competency. There should be 
a provision as at present for a higher initial start for 
the mining graduates and diploma holders who join 
the grade of Assistant Directors on the proposed 
Junior Class I scale after obtaining a second class 
Mine Manager’s certificate. Direct recruitment would, 
however, have to continue as at present, to the grades 
of Assistant Director Mines Safety (Electrical) and 
Deputy Director Mines Safety (Electrical/Mechani¬ 
cal), since their number is small. (Para 27) 

Ministry of Law and Justice (Chapter 34) 

328. Members of the Central Legal Service mostly 
work in the Central Secretariat and it is more rational 
to compare their posts with those in the Secretariat 
hierarchy rather than with the executive field posts. 
In order to attract experienced persons from the legal 
profession and from the State Judicial Services the 
identity in scales existing at Under Secretary and 
Joint Secretary’s level should be extended to include 
Deputy Secretary and Director levels also. (Para 4) 

329. The special pay of Rs. 200 allowed -to the 

Government Advocate should be merged with the 
grade pav and the post should be placed in the scale 
of Rs. 2500—2750. (Para 5) 

330. Research Officers in the official Languages 
(Legislative) Commission should be brought on par 
with the Research Officers in the Election Commission. 

(Para 7) 

331. There is no ground for differentiation bet¬ 
ween the Assistant of the Central Secretariat Service 
and the Assistant (Legal) in the Ministry of Law. 
Both should be allowed the same scale of pay. 

(Para 10) 

Department of Company Affairs 

332. The posts of Regional Director may be in¬ 
cluded in the Central Company Law Service. 

(Para 18) 

333. The demand for parity in pay scales for legal 
posts in the Comt>anv Law Service with corres¬ 
ponding posts in the Central Service is not justified. 

(Para 19) 

Ministry of Planning (Chapter 35) 

334. The posts of Adviser, including that of Eco¬ 
nomic Adviser, should be allowed an appropriate 
scale of pay within the range, of Rs. 2250 to 
Rs. 3500 p.m. depending upon the job requirements 


and the qualifications, experience and standing of the 
person inducted as an Adviser in the Pla nning Com¬ 
mission. (Para 5) 

Ministry of Railways (Chapter 36) 

335. All the posts of Directors in the Railway 
Board should be given Joint Secretaries’ grade. 

(Para 11) 

336. The principle of filling up of vacancies in the 

Railway Board Clerical, Secretariat and Stenographers 
Service from amongst zonal railway staff is an in¬ 
trinsically sound arrangement which should be re¬ 
tained. (Para 14) 

337. While not accepting the suggestion regarding 

exclusive reservation of certain broad categories of 
posts for Railway Board Secretariat Service officers, 
these officers may be given opportunities to hold such 
posts where field experience is not an essential pre¬ 
requisite. (Para, 15) 

338. The grade and pay structure of the Railway 
Board Secretariat Service may be brought in line with 
that of the Central Secretariat Service. (Para 16) 

339. The pay scales of Directors, Joint Directors, 

Deputy Directors and Assistant Directors in the Re¬ 
search Designs and Standard’s Organisation will be 
in accordance with the pay structure recommended 
for similar posts in the Railway Board. (Para 20) 

340. The Divisional Superintendents should be in 
a single grade instead of two grades as at present. 

341. If an engineering degree is considered essen¬ 

tial for the posts of Assistant Directors in the RDSO, 
there should be no exception, whether the Class II 
officer under consideration comes from the RDSO or 

the zonal railways. (Para 22) 

342. The Professors in the Railway Staff College, 
Baroda, who are in the junior administrative grade, 
may be given a special pay of Rs. 200 per month. 

(Para 32) 

343. .As regards the question of ‘major’ and ‘minor’ 

departments, the idea of having more than one scale 
of pay for heads of departments is sound. The line 
of demarcation should not be based on whether a 
particular post belongs to a ‘major’ or ‘minor’ de¬ 
partment but whether a post deserves a higher grade 
or a lower grade on the basis of importance and diffi¬ 
culty of the charge. (Para 43) 

344. The level of Works Managers should be 

decided with reference to the capital out-lay, annual 
output, staff strength, product-mix, expansion prog¬ 
ramme and other related factors. Judged by these 
criteria, there is justification for the introduction of 
a higher grade of Rs. 2000—2250 for some of the 
Works Managers in the Railways. (Para 45) 

345. The problem of temporary officers cannot be 
satisfactorily solved by the Railway Board alone. The 
combined resources of the Government and the public 
sector undertakings would have to be tapped in order 
to absorb temporary officers with satisfactory records 
of service in future vacancies in other Government 
departments and public sector organisations. 

346. The relatively poor career prospects of Class I 
Railway Services vis-a-vis other Central services and 
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Engineering Services call for remedial action by 
Government. (Para, 54) 

347. The demand for abolition of direct recruit¬ 
ment of Commercial Apprentices is not justified. 

The demand that medically de-categorised staff 
should not be absorbed in the Commercial Clerks 
cadre is also not justified. 

348. While the merger of the ticket checking cadre 

with that of Commercial Clerks is not favoured, the 
merger of enquiry-arm-reservation staff cadre may 
be considered. (Para 63) 

349. Government may consider the feasibility of 

the merger of the cadre of Weighbridge Clerks with 
that of the Commercial Clerks. (Para 72) 

350. Government may examine the practicability 
of merging the cadre of Coal Tracers with the main 
stream of Claims Tracers and Inspectors, as it would 
make for uniformity in prospects of promotion and 
remove a justifiable cause of grievance. (Para 82) 

351. The demand for grant of running allowance 

to the Travelling Ticket Examiners and Conductor 
Guards is not reasonable. (Para 88) 

352. The guidelines laid down by the Railway 
Board regarding filling up of the posts of ASMs in 
the initial grade in different proportions from diffe¬ 
rent categories should be enforced more uniformly. 

353. Some method of uniformity is desirable in the 

training periods for the directly recruited ASMs 
which, at present, vary widely on different zonal 
railways. (Para 103) 

354. Government might consider the feasibility of 

prescribing broad (Guidelines for the upgradation of 
posts of Station Superintendents to Class II. With 
the steadily increasing pace of industrialisation, more 
stations might qualify for such upgradation. 

(Para 109) 

355. The demand for abolition of direct recruit¬ 

ment of Transoortation Apprentices and lateral induc¬ 
tion of allied categories in the Station Masters’ cadre 
is not justified. (Para 112) 

356. There is no case for parity of Railway Sig¬ 
nallers with the P&T Telegraphists. (Para 116) 

357. The feasibility of establishing uniform incen¬ 

tive rates in the Railways and P&T for Railway Sig¬ 
nallers and P&T Telegraphists for performance beyond 
the prescribed norms may be considered bv the 
Government. (Para 118 and 119) 

358. In view of the relatively small cadre of Wagon 

Movement Inspectors, Government should examine 
the question Of merger of this cadre with that of 
Transoortation Inspectors or. in the alternative, treat¬ 
ing these posts as ex-cadre posts. (Para 137) 

359. There should be uniformity in respect of pav 

scales, grade structure and percentage distribution of 
posts between the cadre of Assistant Yards Masters 
and Yard Masters and those of ASMs and SMs to the 
maximum extent feasible. (Para 141) 

360. On the analogy of unsfadation of certain 
posts of Station Superintendents to gazetted grade. 
Yard Masters in charge of certain important marshal¬ 
ling yards, who have exceptionally heavy responsibili¬ 


ties, should be given the same scale, which has been 
suggested for the gazetted Station Superintendents. 

(Para 142) 

361. There is a case for raising the age limit as 

well as the quota of Switchmen for promotion as 
Assistant Station Masters. (Para 155) 

362. The demand for equal scales of pay for Second 
Firemen and First Firemen on the ground of identical 
nature of duties and responsibilities is rejected. 

(Para 170) 

363. The existing classification of Drivers and 

Guards with reference to the type of trains worked 
may continue. (Para 173) 

364. The demand for Motormen for parity with 

the Drivers Grade ‘A’, on the basis of responsibilities 
is rejected. (Para 174) 

365. Status quo in regard to rates of running 
allowance should be maintained, especially as no in¬ 
crease has been recommended in the existing rates of 
daily allowance. On the other hand, some reduction 
has been suggested in the rates of daily allowance 
where free accommodation is provided. (Para 187) 

366. It is not administratively expedient to recom¬ 
mend different rates of remuneration for running staff 
working on electrical, diesel and steam locomotives. 

(Para 188) 

367. For the supervisory categories, such as Loco 
Foremen, some posts should be allotted the grade of 
Rs, 840—1040 on the basis of their worth. 

Wherever Ministries are required to supervise 
highly skilled Grade I workmen as a general rule or 
wherever the promotion to the grade of Mistries is 
made from highly skilled Grade II workers, their 
scgle of pay should be Rs. 380—560. (Para 205) 

368. Maintainers should, as at present, continue 
on the same scale of pav as applicable to workshop 
staff recommended vide Chapter 19. (Para 205) 

369. The recruitment practice in the S&T depart¬ 

ment may be reviewed with a view to elimination of 
direct recruitment at successive levels, if necessary, 
by initialing training courses. (Para 229) 

370. A separate ‘call duty allowance’ for S&T 

Maintainers is not justified. (Para 231) 

371. The demand for increase in the existing rates 

of out-turn allowance for Wireless Operators is not 
accepted. (Para 237) 

372. The demand of the Wireless Operators regard¬ 
ing special pay on the lines of Signallers working on 

the teleprinter service is rejected. (Para 238) 

373. There is no case for grant of high tension 
allowance for employees working on over-head lines. 

(Para 243) 

374. There is also no case for grant of break¬ 

down allowance for the traction distribution staff 
who are required to attend to break-down on over¬ 
head electrical equipment. (Para* 244) 

374-A. Regarding different scales of pav of Stores 
Issuers, Stores Distributors and Material Checkers on 
different zonal railways, there is need for removing 
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disparities in pay scales as between Railways for 
performance of identical duties. (Para251) 

375. The feasibility of filling up of posts of Chief 

Cashiers by officers of the Indian Railway Accounts 
Service may be considered by the Government. The 
Accounts Officers in the senior scale should be given 
a special pay of Rs. 150 per month when holding the 
post of a Chief Cashier. (Para 270) 

376. The demand of the Cash Clerks, Cashiers and 

Shroffs for eligibility to appear in Appendix II-A and 
Appendix III-A examinations deserves to be con¬ 
sidered. (Para 280) 

377. The demand of Appendix III-A qualified staff 
for reservation of certain percentage of vacancies of 
Sub-Heads for their promotion is not reasonable. 

(Para 285) 

378. The demand of the Sub Heads that a certain 
percentage of vacancies of Accountants should be 
reserved for unqualified Sub Heads is not tenable 

(Para 287) 

379. In view of the large number of Appendix 
III-A qualified staff awaiting promotion as Account¬ 
ants for long periods, Government may consider the 
desirability of holding the Appendix III-A examina¬ 
tion at greater intervals, modifying the incentive sys¬ 
tem, raising the standards of the examination and re¬ 
viewing the standards for creation of posts 

(Para 289) 

380. The principle of a special pay to the staff dep¬ 
loyed in the Special Intelligence branch of the RPF 
is approved. No increase is, however, recommended 
in the rates of out-fit allowance for these staff in view 
of the special pay recommended. (Paras 310 & 312) 

381. Existing rates of special pay for the Ar¬ 

mourers in the Armed Wing of the RPF may continue, 
as at present. _ Government may also examine the 
need for granting special pay to specialised trades in 
the Armed Wing of the RPF. (Para 314) 

382. Pay and grade structure of Operational branch 

of the Fire Service Wing should conform to the gene¬ 
ral pattern recommended for the other Wings of the 
RPF. (Para 319) 

383. Government should ensure a certain degree of 
continuity and stability in postings of Personnel 
Officers. Personnel Officers should be given adequate 
training in personnel and labour welfare matters. 

(Para 323) 

384. It would be desirable to earmark a substan¬ 

tial percentage of vacancies of Assistant Personnel 
Officers (Class II) for the Personnel Department 
staff, the balance being shared by other departments/ 
categories who do not have a regular avenue of pro¬ 
motion to Class n posts. (Para 324) 

385. The question of forming a unified cadre of 

Welfare, Personnel and Hours of Employment Ins¬ 
pectors may be examined. (Para 330) 

386. Government should consider the question of 
granting advance increments to employees having 
specialist qualifications in industrial relations and 
labour welfare, if such qualifications are considered 
desirable. 


387. Government should also examine the desir¬ 

ability and feasibility of having intermediate recruit¬ 
ment of persons with Degree/Diploma in Industrial 
Relations and Labour Welfare, with suitable age 
relaxation for serving employees having these qualifi¬ 
cations. (Para 331) 

388. We suggest that Government may consider 

the desirability of introducing intermediate recruit¬ 
ment as a regular measure for filling up a proportion 
of posts of Statistical Inspectors in the proposed 
grade of Rs. 550—750. (Para 335) 

389. Appointment of an expert departmental com¬ 

mittee to rationalise the existing number of designa¬ 
tions in the Railways is suggested, so that remunera¬ 
tion is fixed with reference to the duties and responsi¬ 
bilities of a post and its designation correctly reflects 
the attendant functions and duties. (Para 339) 

390. A comprehensive review of the existing system 
of grade-wise percentage distribution of posts is sug¬ 
gested with a view to rectifying anamolies. 

(Para 341) 

391. In connection with the problem of medically 
de-catcgorised employees, it is suggested that :— 

(i) the occupations or grades in which medi¬ 
cally de-categorised personnel are absorbed, 
should be further widened, if necessary, by 
arranging re-orientation courses or further 
training; 

(ii) the medically de-categorised personnel who 
cannot be offered alternative employment 
should be given invalid pension and, if 
necessary, liberal ex-gratia terminal pay¬ 
ments, in addition; 

(iii) no medically de-categorised personnel should 

as far as possible, be forced to remain on 
extraordinary leave due to administrative 
delays. (Para 350) 

392. The recommendations made by the Railway 
Labour Tribunal, 1969, regarding Hours of Employ¬ 
ment Regulations need to be reviewed in the light of 
the following : 

(a) Existing principle of ‘averaging’ for work¬ 

ing out the over-time hours is considered 
salutary. (Para 352) 

(b) Over-time allowance may be paid at time 
rate for the intervening period between the 
rostered hours and the statutory limits and 
at li times the normal rate for the period 
worked beyond the statutory limit as laid 
down in the Indian Railways Act. 

(Para 353) 

(c) The categorisation of ‘essentially intermit¬ 

tent’ workers for purposes of rostered hours 
of work with reference to availability of 
official accommodation within a stipulated 
distance of 0.5 km from the place of work 
is likely to create many practical difficul¬ 
ties. ' [Para 354(a)] 

(d) The existing rules regarding ‘travelling 
spare on duty’ appear to be reasonable, 
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(e) The shifting of the onus for giving notice 
for relief from the Running Staff to the 
Railway administration may create practi¬ 
cal difficulties. [Para. 354(c)] 

Ministry of Shipping and Transport (Chapter 37) 

393. The designation of the post of Chartering 

Officer in the pay scale of Rs. 1300—1600 should 
be suitably changed to distinguish it from other posts 
of Chartering Officer in the pay scale of Rs. 1100— 
50—1400. (Para 3) 

394. The cadre of Engineer Supervisor should be 
merged with that of Assistant Engineer. (Para 11) 

395. The cadres of Engineering Assistant and 

Overseer in the Department of Lighthouses and 
Lightships should be merged and redesignated as 
Junior Engineer. (Para 15) 

396. The posts of ‘B’ grade Light Keeper should 
be filled by promotion of Class IV staff. The cadres 
of Head Light Keeper (Junior scale) and Assistant 
Light Keeper (Senior scale) should be amalgamated 
and suitably designated. 25 per cent of the perma¬ 
nent posts of Head Light Keeper (senior scale) 
should be placed in a Selection Grade. (Para 20) 

397. Class IV staff in the scale of Rs. 185—220 

should be paid a hardship allowance of Rs. 10 per 
mensem while working in the Light Houses situated 
away from mainland. For other staff working in such 
Light Houses, Government should consider grant of 
suitable allowance. (Para 21) 

398. The post of Principal Officer, Mercantile 

Marine Department, Madras should be placed in the 
same scale as Principal Officer, Calcutta and Bom¬ 
bay. (Pgra 28) 

399. In Andaman and Laccadive Harbour Works 

the cadres of Engineering Assistants and Supervisor 
should be merged. (Para 42) 

400. Ten per cent of the posts of Civilian Officer 

Grade I in Border Roads Organisation should be 
placed in a Selection Grade. (Para 51) 

401. GREF Pioneers should be paid dearness 

allowance at full rates in future. (Para 54) 

402. For purposes of grant of Project Allowance, 

the qualifying areas should be classified into two 
categories ‘Construction Project’ and ‘Maintenance 
Project’. While in the former both special Compen¬ 
satory Allowance and free rations should be admis¬ 
sible, in the latter only special Compensatory Allow¬ 
ance should be admissible. (Para 55) 

Ministry of Steel and Mines (Chapter 38) 

403. A distinction has been drawn between Senior 
Technical Assistant of the Scientific stream (geophy¬ 
sics and geophysics instrumentation) for whom an 
M.Sc. degree has been prescribed and the Senior 
Technical Assistant (Geophysical Workshop) who is 
in the Workshop stream and is promoted from Fore¬ 
man and Technical Assistant (Geophysical Workshop). 
The former has been placed on par with other Senior 
Scientific Assistants and recommended the same scale 
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as proposed for this category in the Chapter on 
Scientific Services. As for the latter, they should 
seek their relativity or parity with the workshop cate¬ 
gory and have recommended likewise. To avoid any 
confusion the Senior Technical Assistant (Geophysi¬ 
cal Workshop) may be designated as Senior Fore¬ 
man. ‘To maintain this existing internal parity 20 
per cent of. the posts of Senior Technical Assistants 
(Geophysical Workshop) should be on the higher 
scale of Rs. 700—900. (Para 17) 

404. The Senior Technical Assistants in the scienti¬ 

fic branches of the GSI should be brought to the level 
of Senior Scientific Assistants elsewhere and their pay 
scale should be Rs. 550—900. The pay of Senior 
Technical Assistants in the mining branch should, on 
the other hand, conform to what has been generally 
recommended for the comparable level in engineer¬ 
ing categories i.e. the scale of Rs. 550—750. How¬ 
ever, in order to maintain the existing internal parity 
with Senior Technical Assistants in the scientific 
branch, 20 per cent of these posts should be in the 
scale of Rs. 700—900. (Para 20) 

Ministry of Tourism and Civil Aviation (Chapter 39) 

405. A substantial percentage of posts of Assistant 
Aerodrome Officer should be upgraded as Aerodrome 
Officer and some of the posts of Aerodrome Officer 
should be upgraded as Senior Aerodrome Officer. 

(Para 6) 

406. There should not be anv direct recruitment to 

the posts of Assistant Aerodrome Officer. Govern¬ 
ment should consider whether there should be direct 
recruitment up to 50 per cent to the posts of Aero¬ 
drome Officer. (Para 6) 

407. There should be direct recruitment at the 

level of Aircraft Inspector only. Direct recruitment 
at the level of Senior Aircraft Imoector should be 
resorted to. only if suitable Aircraft Inspectors are 
not available for promotion. (Para 7) 

408. A flying allowance, to be known, as flying 
bounty should be paid to both Pilot and Co-oilot. 

(Para 14) 

409. Government should consider making Licensed 

Engineers eligible for promotion to the posts of Senior 
Aircraft Inspectors. (Para 17) 

410. Directly recruited Assistant Aerodrome Offi¬ 

cers should be paid full pay scale of the post during 
the period of training. (Para 30) 

411. A certain number of posts of Assistant Direc¬ 

tor in the Department ©f Tourism should be ungraded 
to iunior Glass I scale of oav which should be filled 
up to 50 per cent by direct recruitment. Further 
direct recruitment to the grade of Director should be 
reduced from 66 2/3 per cent to 50 per cent of the 
posts. The nbsts of Assistant Director in the Class II 
scale should be filled entirely by promotion of Infor¬ 
mation Assistants. The Assistant Director in the 
Class II scale should be promoted to the post of 
Assistant Director in the junior Class I scale and not 
to the post of Director. (Para 341 

412. The costs of Assistant Meteorologist should 

be filled by promotion only from Professional Assis¬ 
tants, (Para 43) 
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413. The employment of scientific staff on purely 
administrative duties and the promotion of non- 
scientific staff to the scientific posts in the India 
Meteorological Department is not a Satisfactory 
arrangement and should be looked into. (Pam 47) 

Ministry of Works and Housing (Chapter 49) 
Central Public Works Department 

Workcharged staff 

414. The 10 scales of pay applying to the unskilled, 

semi-skilled, skilled and highly skilled categories of 
the workcharged staff should be broadbanded and 
revised on the lines prescribed in the Chapter on 
Workshop staff (Chapter 19). (Para 8) 

415. The Lift Operators cannot be reasonably 

equated with either the Assistant Pump Operators or 
the Pump Operators in the CPWD. However, in 
view of the fact that Lift Operators come constantly 
into contact with the public, and further, since they 
do not have much of a promotion avenue, they should 
have a, better scale than at present. (Para 11) 

Town & Country Planning Or ganisati on 

416. Considering the importance in Town Plan¬ 

ning, the scale of Chief Planner which is today lower 
than the pay of a Chief Engineer in the CPWD, has 
been improved. (Para 20) 

Department of Science and Technology (Chapter 42) 

417. For purposes of promotion within the Class I 
cadre of the Survey of India the Civilian and the army 
components should be treated as separate cadres. 

(Para 17) 

418. Direct recruitment to Class I Junior grade of 

Deputy Superintending Surveyors should be resumed 
without delay from among civilians. (Para 17) 

419. The number of grades in the Division II esta¬ 

blishment should be reduced and instead of four there 
should be only two grades. (Para 22) 

420. In the Division I establishment the grades of 

Surveyor Grade I and Surveyor Grade II should be 
merged into a single grade. (Para 24) 

Department of Supply (Chapter 43) 

421. The ordinary and selection grades of Directors 

in Indian Supply Service and Indian Inspection Service 
should be merged. (Para 3) 

422. The cadre of Technical Assistant should be 
merged with that of Examiner of Stores. (Para 7) 

423. Head Clerks in the Inspection Wing of Direc¬ 

torate General of Supplies and Disposals should be 
placed in the same scale of pa)y as Superintendents in 
the Supply Wing. (Para 10) 

Cabinet Secretariat (Chapter 44) 

424. The work done in the Directorate of Revenue 

Intelligence is comparable with the work in the Central 
Bureau of Investigation. This should determine the 
approach to special pays. The special pay of Income 
Tax, and Customs and Central Excise Officers on depu¬ 
tation to the Revenue Intelligence Organisation should 
be at the rate of Rs. 200 per month. (Para 13) 


Ministry of Petroleum and Chemicals (Chapter 45) 

425. The difficulties now experienced by the Minis¬ 

try in recruiting and also retaining suitable men for the 
posts of Chief Project Officer and Chief of Exploration 
arc not likely to be solved by marginal adjustments of 
the pay scales. The best solution would be to offer 
contract appointments on terms to be determined on 
the merit and availability of the individuals concerned. 
The recommended scales of pay for these posts are 
subject to this qualification. (Paras 5 and 6). 

Union Territories (Chapter 46) 

426. The Union territories of Delhi, Goa, Pondi¬ 
cherry, Andaman & Nicobar Islands, Laccadive, Mini- 
coy and Amindive Islands and Dadra & Nagar Haveli 
are already following the Central pattern of pay and 
allowances. This arrangement should continue. (Para 4) 

427. The present linkage of Chandigarh employees 
with Punjab scales of pay and allowances be continued. 

(Para 5) 

428. It is not considered worthwhile to make 

recommendations regarding the pay and allowances of 
the employees of Arunachal Pradesh and Mizoram 
Administrations. If the employees and the Adminis¬ 
trations of these Union Territories express a 
preference for Central pay scales after the pay scales 
in other Union territories and the Assam pay scales 
have been revised, a departmental committee could 
review the whole position and suggest for posts in 
Mizoram and Arunachal Pradesh the adoption of one 
or other of the standard scales introduced on our re¬ 
commendations. (Para 9) 

429. Where the scheme of revised scales has been 
recommended in broad terms, the detailed application 
should be done after some further examination. 

(Para 10) 

430. The position should be reviewed to identify 

jx>sts in the headquarters of the Island UT Administra¬ 
tions which could be placed in the scale of Rs. 425— 
700. (Paraj 16) 

431. A review may be undertaken in Dadra & Nagar 

Haveli and if any post carries definite supervisory res¬ 
ponsibility over clerical staff, it should be allowed the 
scale of Rs. 425-600. (|Para 18) 

432. In the Andaman & Nicobar Islands, some posts 
of stenographer attached to senior officers like Chief 
Secretary, Secretaries and Heads of Departments, 
should be allowed the scale of Rs. 425-700. (Para 22) 

433. Telephone Operators should preferably belong 

to the clerical cadres. (Para 25) 

434. In Andaman & Nicobar Administration, either 
10 per cent of the posts of driver on the scale of 
Rs. 110-155 and Rs. 110-139 may be placed in the 
Selection Grade of Rs. 320-400 or if it is possible, the 
posts of drivers of heavly vehicles should be segregated 
and placed on the scale of Rs. 260-400. (Para 31) 

435. The recommendations made in respect of 

teaching posts under the Delhi Administration should 
be applied to the corresponding posts in the other 
Union territories also. (Para 42) 

436. Non-practising allowance should be admissible 
to doctors on the same rates and subject to the same 
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conditions as recommended for non-C.H.S. posts in the 
Government of India. (Para 54) 

437. Qualification allowance of Rs. 100 p.m. for 

possessing a post-graduate degree and Rs. 50 p.m, for 
possessing a post-graduate diploma should be admissible 
on all the medical posts. (Para 56) 

438. Twenty per cent of the posts of health visitor 

in the various Union territories be placed in a Selection 
Grade of Rs. 425-640. (Para 60) 

439. There should be a Selection Grade for the cons¬ 
tables, in the grade of Rs. 225-308. (Para 71) 

Union Territories—Contd. (Chapter 47) 

440. The number of Selection Grade posts in the 
Delhi Judicial Service should be raised from 10 per 
cent to 20 per cent of the permanent strength. (Para 14) 

441. Government should review the provisions 

regarding the grant of travelling allowance to Patwaris 
and others working in the Revenue Department. Provi¬ 
sions like the payment of fixed allowance to Patwaris 
for purchasing articles of stationery and undergoing 
training at their own expense at the time of promotion 
as Kanugo should also be reviewed. (Para 23) 

442. Provision of a Selection Grade on the scale of 

Rs. 330-560 should be considered for the Village Level 
Workers in such of the Union territories where promo¬ 
tion prospects are not adequate. (Para 48) 

443. Ten per cent of the posts of Mahout in Anda¬ 
man & Nicobar Islands Administration should be placed 
in the Selection Grade of Rs. 260-350. (Para 71) 

444. The proposal for a compensatory allowance in 
Goa has to be considered within the frame-work of the 
scheme of C.C.A. and not on any special footing. 

(Para 85) 

445. Increments admissible under normal rules at the 
time of promotion should not be absorbed in personal 
pay of the ex-Portuguese employees so that promotion 
results in an increase in emoluments. (Para 86) 

446. Another option should be allowed to the ex- 
Portuguese employees who have opted for the old 
Portuguese rules regarding pensionary benefits, if 
Government are satisfied that these employees exercised 
their option without full knowledge of its implications. 

(Para 87) 

447. In Pondicherry, the cases of any incorrect 

equation may be reviewed so that full benefit of the 
corresponding revised scales becomes available to such 
employees. (Para 89) 

448. Pensionary contributions @ 8 per cent of pay 

made by ex-French permanent employees in Pondi¬ 
cherry may either be refunded to them or credited to 
their Provident Fund on their coming over to the 
Central Pension Ru^es. (Para 90) 

449. In Andaman & Nicobar Islands the rate of 

compensatory allowance should be increased from 74 
per cent to 124 per cent subject to the maximum of 
Rs. 150 per month. The rates of special allowance 
should, however, be reduced by 5 per cent in the 
different areas. The revised rates of compensatory and 
special allowances should also apply to the officers of 
the DANI Civil and Police Services and the UT Cadre 
of all-India Services. CParas 94 & 95) 


450. Dependent parents should be included within 

the definition of ‘family’ for purposes of free sea 
passage. (Para 98) 

451. While the temporary character of allowances 
like compensatory allowance and special allowance and 
consessions regarding accommodation etc., may be 
brought out in the Government orders issued on the 
subject, no specific date need be mentioned after which 
the matter has to be necessarily reviewed. (Para 99) 

452. The cases, of industrial workers serving in the 

departments of the Andaman & Nicobar Islands 
Administration on regular operational jobs should be 
reviewed and these posts brought on to regular establish¬ 
ment where justified. (Para 100) 

453. A compensatory allowance @10 per cent of 
pa(y subject to a maximum of Rs. 150 per month should 
be admissible to all employees serving in the Laccadives 
including local recruits posted in the native Islands. 
Simultaneously, the rate of special allowance should be 
reduced from 40 per cent to 35 per cent of pay subject 
to a maximum of Rs. 400 per month. (Para 102) 

Our Approach to Armed Forces’ Pay (Chapter 49) 

454. The job evaluation technique can be used with 

advantage for ensuring a more rational allocation of 
trades within the different pay groups derived for the 
personnel below officer rank. (Para 14) 

455. The present structure of pay with the allowances 

and benefits in kind should continue for personnel of 
the Armed Forces. The concept of ‘all-in’ military 
salary with provision for deduction for ration and quar¬ 
tering charges as now prevalent in the U.K. is not con¬ 
sidered suitable. (Para 15) 

456. The most practicable and equitable method for 
determining the Service pays should be on/he basis of 
fair comparison with the rates of pay fixed for the civi¬ 
lian employees of the Central Government. (Para 17) 

Service Officers’ Pay (Chapter 50) 

457. The existing relativity between Service officers 

and officers of the Class I and the Indian Police Service 
should be continued as provide a better framework for 
a broad comparison than any single Service like the 
Indian Administrative Service. (Para 9) 

458. Factors affecting Service officers generally 

should be compensated for in the pay itself, unless 
there is considerable variation as between one group 
of officers and another. The Special Distribution 
Allowance which is being granted to all Service officers 
up to and including the rank of Brigadier should, there¬ 
fore, be abolished, the existing rates of this allowance 
being taken into account while framing the new scales 
of pay. (Para 11) 

459. Taking into account the Special Disturbance 

Allowance admissible hitherto, the starting salary of 
Commissioned officers should be higher than in the 
civilian Class I Services. (Para 18) 

460. The existing salaries prescribed for officers of 

the rank of Major General and above in the three Ser¬ 
vices should be continued. , (Para 26) 

461. Although a differential in pay in favour of the 
officers of the Flying Branch should be continued, the 
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existing lead should be somewhat reduced, with the 
substantial improvement in the starting salaries of ah 
Service Officers and the increase in the rates of Flying 
Bounty, (Para 31) 

462. It would be advantageous to consider ways and 
means for providing opportunities to Service doctors to 
improve their professional skill so that they do not get 
the feeling of being isolated from the mainstream of 
developments occuring in the profession. (Para 36) 


472. The deduction of a notional amount represent¬ 
ing the anticipated amount of saving to the soldier on 
account of the provision of free services like food, 
clothing and accommodation should continue to be 
made. A deduction of the order of 20 per cent on this 
account would be fair and reasonable. (Para 14) 

473. The dearness allowance and city compensatory 

allowance should be allowed to the Servicemen at full 
rates. (Para 15) 


463. The pay scales of AMC officers should be 

determined with due regard to the existing favourable 
differentials vis-a-vis the officers of the general cadre as 
also the pay scales for the medical services on the civil 
side. (Para 36) 

464. The existing rates of Specialist Pay should be 
continued for officers of the Army Medical Corps. 

(Para 38) 

465. The existing relativities between officers of the 
AMC and the ADC should be continued. (Para 42) 

466. The rates of Non-Practising Allowance should 
be related to the rank in the case of medical and dental 
officers as under :— 


Army Medical Corps 

Rs. p.m. 


Army Dental Corps 
Rs. p.m. 

Lieutenant 

200 

175 


Captain . . . . 

250 

250 

up to 7 years’ 

Commissioned 

Service 

Major . v . 

400 

400 

Captain with 

more than 7 
years and higher 
ranks. 

Lieutenant Colonel 
and above . 

600 




474. Compensation for ‘X’ factor, to represent the 
average degree of hardship, turbulence, hazards, etc. 
inherent in Service life should be taken into account 
while fixing the soldier’s pay. An element equal to 5 
per cent of the pay would be reasonable for this purpose. 

(Para 17) 

475. The fully trained infantry soldier should now 

be viewed as equivalent to the Leading Aircraftsman of 
Group V with a small differential in favour of the Able 
Seaman of Group C considering the relatively greater 
hardship inherent in sea life. (Para 20 ' 

476. The Army should have 5 pay groups. The 
existing groups A, B and C should continue without 
any change, while the existing D, E and F should be 
amalgamated into one group and G and H into another 
group. The Air Force should have 4 pay groups, the 
existing III and IV being combined into one. No change 
need be made in the case of Navy. (Paras 23 and 25) 

477. The Army personnel below Junior Commis¬ 

sioned Officers should now be brought over to regular 
pa|v scales for each rank as in the Navy and the Air 
Force, with an appointment pay at the rates specified 
for the various appointments interspersed between the 
various ranks in the Army. (Paras 29 & 36) 

478. The existing system of classes within each pay 
group for the sepoys and Non-Commissioned Officers 
in the Army should be continued even after the provi¬ 
sion of regular scales of pay for them. (Para 31) 


(Paras 40 & 44) 

467. The existing parity between pay scales for 
Army Veterinary Officers and scales of pay of officers 
of the Army Dental Corps should continue. (Para 45) 

468. Officers of the Military Nursing Service should 
be provided with comprehensive rates of pay, dispens¬ 
ing with the provision of free services as regards 
accommodation, allied services, mess servants, etc. 

(Para 50) 

Pay Structure of Personnel below Officer Rank 
(Chapter 51) 

469. Inter-Service uniformity in pay scales based on 

different levels of skills can be considered only after a 
systematic evaluation of the Service jobs is completed 
on the basis of a .common job evaluation plan accept¬ 
able to each of the three Services. (Para 5) 


479. The existing allocation of trades into the vari¬ 

ous pay groups should not be disturbed except for real- 
location consequential to the rationalisation of pay 
groups in the Army and the Air Force. Reallocation 
of Service trades to various pay groups should follow 
the comprehensive and scientific enquiry into the con¬ 
tent of Service jobs by a, composite team of experts 
in this line. (Paras 33 & 34) 

Allowances and Benefits of Service Officers 
(Chapter 52) 

480. The existing concession of recovery of rent for 

unfurnished accommodation and concessional rafes of 
recovery of water and electricity charges need not be 
withdrawn. So long as these concessions are continued, 
they should be extended to officers of the rank of Major 
General and above also. (Paras 5 & 6) 


470. The present practice of establishing equation 

between the infantry soldier and an industrial work¬ 
man is the most reasonable. (Para 9) 

471. The relativity in favour of the fully trained 
infantry soldier should be improved and he should 
appropriately be placed somewhere between the semi¬ 
skilled workmen and those categorised as skilled. 

(Para 12) 


481. The initial outfit allowance should be raised to 
Rs. 1400 for the Army and Air Force officers and to 
Rs. 1600 for Naval Officers. No change need be made 
in the rates of renewal outfit allowance. (Para 9) 

482. The rate of outfit allowance to MNS officers 
should he raised from Rs. 600 to Rs, 700 and a rene¬ 
wal outfit allowance of Rs. 500 after every 7 years of 
service should also be provided to them. (Para 10) 
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483. The rates of uniform allowance for MNS 
(Local) officers should i>e enhanced to Rs. 250 on 
appointment and to Rs. 375 at specified cold stations. 

(Para 11) 

484. The need for continuing the Kit Maintenance 
Allowance should be reconsidered by exploring the 
possibility of providing an alternative of allowing the 
deduction of a reasonable amount from tfie annual 
income, assessable to income-tax. Pending this, the 
existing rate of Kit Maintenance Allowance of Rs. 50 
for officers up to the rank of Brigadier should be con¬ 
tinued. Tins allowance snouid also be extended to 
officers of the rank of Major General and above. 

(Paras 12 & 13) 

485. The existing provisions relating to free ration 

and accommodation on posting to field service areas 
should continue. These concessions should not be ex¬ 
tended to Naval Otticers serving anoat wnen me slop 
is in the home port. (Para 15) 

486. While the Separation Allowance should con¬ 

tinue, there is no case for increasing the existing rate 
of this allowance. (Para 19) 

487. There is no need for the grant of a new field 

service allowance. (Para 21) 

488. The High Altitude and Uncongenial Climate 
Allowance should be enhanced to Rs. 175 per mensem 
for Major, Rs. 125 per mensem for Captain and 
Rs. 100 per mensem for Subaltern, respectively. Offi¬ 
cers of the Military Nursing Service should also be 
allowed this allowance at the same rates. (Para 22) 

489. There is not much justification for providing an 
addition to pay for acquiring higher qualifications while 
an officer remains on duty and draws his full pay and 
allowances. The existing system of Qualification Pay 
should be abolished as soon as possible and replaced 
by a system of Qualification Grants. 

(Paras 26 & 28) 

490. No Qualification Grant should be admissible to 

officers merely for obtaining the membership of a pro¬ 
fessional institute without having to pass any examina¬ 
tion or obtaining any additional qualification for that 
purpose alone. (Para 28) 

491. While Flying Bounty should continue as annual 
allowance, the condition of flying the prescribed num¬ 
ber of hours during a year for entitlement to flying 
bounty should be removed apd flying bounty admitted 
only on the basis of the certificate of the Commanding 
Officer. The rate of flying bounty should be Rs. 4500 
per annum for officers up to the rank of Wing Com¬ 
mander, Rs. 4000 per annum for officers in the rank 
of Group Captain and Air Commodore, and Rs. 3600 
for Air Vice Marshal and Air Marshal. 

(Paras 35 & 36) 

492. The Air Observation Post Pay should be re¬ 

designated as Flying Allowance in all the three Services. 
The rate should be revised from Rs. 50 to Rs. 75 per 
mensem. (Paras 37 & 38) 

493. Submarine Allowance should be continued at 

the existing rates. (Para 39) 

494. The rate of Submarine Pay should be enhanced 

to Rs. 275 per month for all officers of the submarine 
cadre including the Sub-Lieutenant. (Para 41) 


495. The Diving Allowance should be revised to 
Rs. 100 per montn for Clearance Diving Officers and 
Deep Diving Officers and Rs. 50 per month for Ship’s 
Diving Officers, i'ne normal rate or dip money snouid 
be revised to rates varying, depending upon depth, 
from 10 paise per minute to 70 paise per minute. The 
Clearance Diving Officers should be paid Dip money 
at twice the normal rate and Deep Divmg Officers and 
Snip’s Diving Officers at normal rates. 

(Paras 42 & 43) 

496. Hardlying Money should not be paid on all 
classes of snips. The full rate of Hardlying Money 
should be increased to Rs. 45 per month for officers 
in the rank of Lieutenant and above and Rs. 35 per 
month for officers below Lieutenant’s rank. 

(Para 44) 

497. Survey Allowance at present admissible to 
officers of the Executive Branch employed on survey 
duties for short spells should be discontinued. Survey 
bounty should be enhanced to amounts varying between 
Rs. 1000 and Rs. 2000 per annum. 

(Paras 45 & 46) 

Allowances—Personnel below officer rank 

498. Compensation in lieu of quarters should be 
enhaced to amounts varying from Ks, 35 to Rs. 80 
for Class I cities, Rs. 25 to Rs. 65 for Class III cities 
and K9. 20 to Ks. oO for Class 111 cities, reclassifica¬ 
tion of cities being made as under :— 

Class I . . . .to include existing A, B1 and 

B2 cities. 

Class II . . . .to include ‘C’ Class cities or 

towns 

Class III ... to include all other cities or towns 

(Paras 55 & 57) 

499. There is no need for providing Special Distur¬ 

bance Allowance for the personnel below officer rank 
specially after ap element is included in their pay on 
account ot the ‘X’ factor. (Para 58) 

500. Special Compensatory Allowance should be 

revised to amounts varying trom Rs. 15 to Rs. 35 for 
personnel below officer rank of the Army and Air 
Force. This allowance should not be extended to cover 
any station in a peace area. (Paras 61 & 63) 

501. The rates of High Altitude and Uncongenial 
Climate Allowance should be revised as under: 

Honorary Commissioned 
Officers, JCOs including 

Flight Sergeants. . . . Rs. 90 per mensem. 

NCOs . . . . . Rs. 70 per mensem. 

Sepoys and Aircraftsmen, and 

Non-Combatants enrolled. . Rs. 50 per mensem. 

(Para 65 ) 

502. The rate of Flying Bounty for personnel below 
officer rank serving as aircrew in the Navy and Air 
Force should be revised to Rs. 2250 per annum. 

(Para 66) 

503. The system of Qualification Pay or Grant for 

the personnel below officer rank should not be 
introduced. (Para 67) 

504. The rate of Subsistence Allowance in respect of 

families of other ranks should be enchanced to Rs. 60 
per mensem. (Para 68) 
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505. The rate of Outfit Allowance for Junior Com¬ 
missioned Officers granted Honorary Commission 
should be increased from Rs. 600 to Rs. 800. 

(Para 69) 

506. Additional prescribed items of Kit should be 

provided at Government expense to Non-Commissioned 
Officers who are promoted as Junior Commissioned 
Officers. (Para 70) 

507. The initial grant, for purchasing items of civi¬ 

lian clothing should be enhanced from Rs. 20 to 
Rs. 25. (Para 71) 

508. Conveyance Allowance for Servicemen using 

cycles should be paid at flat rate of Rs. 5 per 
month. (Para 72) 

509. It does not appear necessary to make changes 
in regard to Good Service Pay in the Services. 

(Para 75) 

510. The Master Chief Petty Officers should be en¬ 
titled to Submarine Allowance at the daily rate of Rs. 2. 

(.Para 76) 

511. The rates of Submarine Pay should be revised 

to amounts varying between Rs. 100 and Rs. 175 per 
mensem for personnel below officer rank of the sub¬ 
marine branch. (Para 77) 

512. The rates of Survey Bounty should be enhanced 

to amounts varying between Rs. 300 and Rs. 700 per 
annum. (Para 78) 

513. The rates of Diving Allowance for Clearance 

Divers Classes 1,2 and 3 should be enhanced to Rs. 75, 
Rs. 65 and Rs. 55 per month respectively. Deep Sea 
Divers should also be paid Diving Allowance at the rate 
recommended for Clearance Divers. For Ship’s 
Divers, the rate of Diving Allowance should be in¬ 
creased to Rs. 50 per month. (Para 79) 

514. Dip Money to the Sailors should be paid at 
the rates as recommended for the Naval Officers. 

(Para 79) 

515. The rates of Hardlying Money should be re¬ 

vised to accord with the revised rates of the Special 
Compensatory Allowance admissible to Army and Air 

Force personnel. (Para 80) 

Non-effective benefits for Service Officers and Personnel 
below Officer Rank (Chapter 53) 

516. The grant of pension should be so regulated 
so ag to enable Servicemen to earn full pensions at a 
relatively younger age compared t,o the civilians. 

(Paras 4 & 8) 

517. The length of service beyond a point shold not 

be allowed to influence pension rates in the Services as 
that would induce personnel to stay on in service to 
earn higher pensions even after they have ceased to be 
useful. (Para 4) 

518. An element, of compensation in the pension 

rates should be provided explicitly to cover early 
retirement in Service interest. (Para 4) 

519. The existing system of standard rates of retir¬ 

ing pensions related to rank and prescribed length of 
qualifying service should continue. (Para 8) 

520. The rate of earning pension should be the same 
as for civilians, viz. 1/80. Compensatory element for 
truncated career should be provided (i) by adding to 


the period prescribed for earning pension of the rank, 
a period of 5 years for officers retiring in the ranks of 
Brigadiers and below, with an extra year for officers 
retiring in the rank of Major and 2 years in the rank 
of Captain and below and (ii) by assessing pension on 
the basis of maximum pay of rank. (Para 13) 

521. For senior officers, the pension should be de¬ 
termined on the basis of reasonable differentials. 

(Para 13) 

522. Recommendations on the DCR Gratuity 

Scheme on the civil side should apply to the Service 
Officers also, (Para 16) 

523. The amount of retiring gratuity prior to reduc¬ 
tion for DCR Gratuity should be enhanced to 
Rs. 12,000 for 10 years’ service and to Rs. 1200 for 
each additional year of service. In the case of MNS 
officers, the rate should be enhanced to Rs. 600 for 
each completed year of service. Deduction for DCR 
Gratuity should continue to be made at existing rates. 

(Para 17) 

524. Deduction for shortfall in qualifying service 

should continue to be made at existing rates, from the 
amount of Disability Pension. (Para 20) 

525. The amount of disability element should be 

increased to Rs. 200 for 100 per cent disablement with 
a minimum of Rs. 40 for 20 per cent disablement. For 
officers of MNS, the amount of disability element 
should be Rs. 170 for 100 per cent disablement and 
Rs. 34 for 20 per cent disablement. (Para 21) 

526. Officers invalided out of service for less than 
20 per cent disability attributable to service should 
be given the Service, element of disability pension, 
without addition of any amount as a disability element. 

(Para 22) 

527. The rate of Constant Attendance Allowance 
should be enhanced to Rs. 60 per month. (Para 23) 

528. Invalid pension should be determined at the 

flat rate of 75 per cent of the service element of dis¬ 
ability pension. (Para 24) 

529. The Ordinary Family Pension Scheme for 

Service officers should continue to be based on the 
corresponding scheme on the civil side. For Special 
Family Pension also the Extraordinary Family Pension 
Scheme on the civil side should be adopted for the 
Service officers. (Para 25) 

530. The existing percentages should be applied to 

the Extraordinary Pension admissible to the widows 
in working out pensions admissible to parents. The 
rate of pension for each brother or sister in the absence 
of parents should be raised to Rs. 50 per month, the 
ceiling being 50 per cent of the Extraordinary Family 
Pension admissible to the widow. (Para 29) 

531. The existing provisions relating to the ‘means 

limit,’ and the ‘support limit’ in the case of Dependants’ 
Pension should be reviewed. (Para 30), 

532. The rate of Children’s Allowance should be 

increased to Rs. 600 per annum per child if the mother 
is alive and Rs. 900 per annum per child in the case 
of motherless children. (Para 31) 

533. The limit for reimbursement of the actual ex¬ 

penses incurred on the education of children of a de¬ 
ceased officer should be raised t,o Rsi. 50 per month 
per child. (Para 32) 
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534. Entitlement to pension should continue to be 
for the minimum qualifying service of 15 years. 

(Para 39) 

535. Pension of personnel below officer rank should 

be calculated by applying the formula of l/80th of 
emoluments but weightage of 5 years should be added 
to the prescribed length of qualifying service subject 
to the total length of service reckonable for pension 
not exceeding 33 years. (Para 43) 

536. For calculating the emoluments for pension, 
the maximum pay of the scale, good service pay (and 
class pay in the Army) and the notional home saving 
element should be taken into account. For this pur¬ 
pose the following amounts will be taken as the notional 
home saving elements for the various ranks : 


Rs. 

Sepoy ......... 47-25 

Naik . .50 

Havildar ..55 

Naib Subedar.70 

Subedar.80 

Subedar Major.. 85 


(Paras 44 & 45 ) 

537. DCR Gratuity should be provided as per the 
provisions applicable to the civilian employees. 

(Para 46) 

538. Reservists who do not earn a pension should 
be paid an enhanced reservist fee of Rs. 30 per mensem. 

(Para 52) 

539. The rates of disability element of the Disability 
Pension for 100 per cent disablement should be 
enhanced for the various ranks, ranging from Rs. 45 
for the sepoy, Rs. 60 for the Non-Commissioned 
Officers, Rs. 110 for Junior Commissioned Officers and 
Rs. 170 for officers granted Honorary Commission. 

(Para 53) 

540. In the case of personnel who are invalided out 

of service with a disability of less than 20 per cent 
attributable to service, the service element of disability 
pension should be allowed. (Para 53) 

541. Tlje rate of Constant Attendance Allowance 
should be enhanced to Rs. 45 per month. (Para 54) 

542. The provisions relating to Ordinary Family 

Pension and Special Pension prescribed for civilians 
should continue to apply to the ordinary and special 
family pensionary awards of personnel below officer 
rank. (Para 56) 

Dearness Allowance (Chapter 55) 

543. The supply of essential commodities to Central 
Government employees at subsidised rates is not a fea¬ 
sible proposition. A periodical revision of pay as 
compensation for rise in prices would also be a highly 
cumbersome process. The employees should, there¬ 
fore, continue to be compensated for the increase in 
prices by the grant of dearness allowance. (Para 4) 


544. Dearness Allowance should be treated as a 
compensation to the wage earners and salaried emplo¬ 
yees against a possible rise in prices over the index 
level to which the pay structure is related. (Para 5) 

545. The All India Average Consumer Price Index 
Number for Industrial Workers (General) with 1960 
base published by the Labour Bureau should be adopt¬ 
ed for the purpose of granting dearness allowance to 
Central Government employees in future. (Para 6) 

546. The existing formula whereunder the changes 
in the cost of living are measured in terms of changes 
in a fixed number of points over a period of 12 months 
should continue. However, adjustments in dearness 
allowance should be made when the 12-monthly aver¬ 
age of the index (1960 = 100) changes by 8 points. 

(Paras 7 & 8) 

547. Government should not be bound to automati¬ 

cally sanction an increase in dearness allowance accord¬ 
ing to any given formula even when the circumstances 
require that restraint should be exercised on wages and 
incomes. However, in case a policy of restraint on 
wages and incomes is adopted, it should not be con¬ 
fined to Government employees alone but should cover 
the entire organised sector. (Para 9) 

548. The various categories of employees should be 
brought within the purview of the scheme of dearness 
allowance in the following manner :— 

Rise in prices over the base Employees to be covered 
period (12-monthly average 
of 200 points of the index 
with 1960 base) adopted for 
devising the pay structure 

(1) For the price rise of first (1) All employees drawing 

8 points in the 12-monthly revised pay up to Rs. 900 

average of the 1960 base per mensem with suitable 

index. marginal adjustments. 

(2) On the index average (2) Employees at (1) above 

rising by 16 points. plus all employees drawing 

revised pay up to Rs. 1600 
per mensem with suitable 
marginal adjustments. 

(3) On the index average (3) Employees at (1) and (2) 

rising by 24 points. above plus all employees 

drawing revised pay 
above Rs. 1600 and up to 
Rs. 2250 per mensem with 
suitable marginal adjust¬ 
ments. 

When employees in any of the higher pay ranges are 
initially brought within the purview of the dearness 
allowance scheme, the total amount of dearness allow¬ 
ance to be gjven to employees in that range should npt 
be less than the amount admissible at the highest pay 
range for the category already covered by the dearness 
allowance scheme. When the index average rises 
above 24 points the various categories of employees 
should be covered by the dearness allowance scheme 
in the same manner as for the first rise of 8 points and 
the cycle should be repeated. The pay plus dearness 
allowance should in no case, exceed Rs. 2400 per 
mensem. (Para 14) 
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549. The dearness allowance should be granted as 
per the following formula in future :—- 


Pay range 

Amounts of dearness allowance 
admissible for an increase of 

8 points in the index average 
(1960=100) 

(Rs. p.m.) 


Up to 300 

3i % of pay subject to a mini¬ 
mum of Rs. 7 and a maximum 
of Rs. 10 per mensem. 

Above 300 

. 21% of pay subject to a 

minimum of Rs. 10/- per 
mensem and a maximum of 
Rs. 20/- per mensem. 


(Para 15) 


550. Should the price level rise above the 12- 
monthly average of 272 (1960 = 100), Government 
should review die position and decide whether the dear¬ 
ness allowance scheme should be extended further or 
the pay scales themselves should be revised. 

(Para 16) 

551. The question whether a portion of dearness 
allowance should be treated as pay for specified pur¬ 
poses should continue to be decided by the Govern¬ 
ment having regard to various considerations. (Para 18) 

552. The payments on account of dearness allow¬ 
ance should be rounded off to the nearest 10 paise. 
Government may also consider whether a similar 
rounding off could be resorted to in respect of all the 
other cash payments made to Government employees. 

(Para 19) 

Compensatory Allowances (Chapter 56) 

553. I—Compensatory (City) Allowance 

(i) The existing restriction that the place of 
of a Government employee should be within a distance 
of 8 kilometres of the municipal limits of a city for 
the purpose of determining his eligibility for C.C.A. 
should be relaxed. The allowance should be made 
admissible to all employees whose place of work falls 
anywhere within the ‘Urban Agglomeration’ of a city 
or town as adopted for the population Census of 1971. 
An ‘urban agglomeration’ should be treated as one unit 
of population for the purpose of determining the class 
to which the city belongs and C.C.A. at the rate recom¬ 
mended for that class be granted to all employees 
whose place of duty falls within the agglomeration. 

(Para 12) 

(ii) The proposed rates of Compensatory (City) 
Allowance are as follows : 


Class of city/town Rate of C.C.A. 


‘A' Class 

Below Rs. 250 . . . per cent of pay subject 

to a minimum of Rs. 12. 

Rs. 250 and above . . 6 per cent of pay subject to 

a maximum of Rs. 75. 

‘B—V Class 

Below Rs. 330 . . . 5 per cent of pay. 


Class of city/town 

Rate of C.C.A. 

Rs. 330 and above 

4-5 per cent of pay subject to 
a maximum of Rs. 50. 

■B—T Class . 


Below Rs. 750 . 

3 '5 per cent of pay subject 
to a maximum of Rs. 10. 

Rs. 750 and above 

Amount by which pay falls 
short of Rs. 759. 

'C' Class . 

. No allowance. 


(Para 13) 


(iii) A city or town which for any special reason 
may be abnormally expensive but does not qualify for 
grant of Compensatory (City) Allowance on the basis 
of population, should be given special consideration 
on merits. (Para 14) 

554. n—House Rent Allowance 

(i) The Government should take houses on long 

lease and make residential accommodation available 
to its employees on payment of 10 per cent of their 
pay. (Para 29) 

(ii) Government should lay down appropriate rates 
of house rent allowance for different cities and towns 
not on the criterion of population but on the basis of 
the prevailing levels of rent. Alternatively, notional 
rents for different types of accommodation meant for 
employees in specified pay groups should be laid down 
for different cities and towns. The difference between 
the actual rent paid and 10 per cent of the pay should 
be reimbursed provided the actual does not exceed the 
notional rent; where it does, the extent of reimburse¬ 
ment will be limited to the difference between the 
notional rent and 10 per cent of the pay. (Para 29) 


(iii) Till the Government-is able to make the above- 
mentioned arrangements the rates of House Rent 
Allowance should be as follows : 


Class of city/town 

Rate of House Rent Allowance 
(H.R.A.) 

A, B—1 and B—2 

15 per cent of pay subject to a 
maximum amount of Rs. 400 
as house rent allowance. 

C, Class . 

1\ per cent of pay subject 
to a maximum amount of 
Rs. 200 as house rent 
allowance. 


(iv) Production and verification of rent receipts 

should be made compulsory in all cases. However, 
the employees who are at present drawing House Rent 
Allowance without production of rent receipts should 
be allowed this facility so long as they claim the same 
amount as House Rent Allowance as they are receiv¬ 
ing at present. This concession should apply to fresh 
entrants also. (Para 29) 

(v) In hill stations and unhealthy and remote loca¬ 
lities where a house rent allowance is now admissible 
under special orders, it should continue to be paid. 

(Para 29) 


duty 
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(vi) Unlike Compensatory (City) Allowance, House 
Rent Allowance will not be admissible at the same 
rate as in the main city in areas covered by the Urban 
Agglomeration around it. (Para 30) 

555. HI—Housing Facilities 

(i) The Government should redouble its efforts to 

built more houses. The houses meant for lower 
classes of employees should receive preference in the 
construction programmes. Further, the unit cost of 
construction should be brought down so that the avail¬ 
able funds could be utilized for the construction of a 
relatively larger number of houses. (Para 34) 

(ii) There is at present a very wide variation in the 

ratio between demand and provision in respect of 
Government quarters in different places and among 
the metropolitan cities. It would be desirable to allot 
more funds within the total outlay for construction of 
quarters in Calcutta, Bombay, Madras and other big 
cities with a concentration of Central Government 
Employees. (Para 36) 

(iii) The Posts and Telegraphs Department lags 

very much behind the others in the matter of the extent 
of provision of residential accommodation of its em¬ 
ployees. Special efforts are necessary to make up the 
leeway. (Paras 37 & 38) 

(iv) The percentage of pay charged on account of 
house rent for Government accommodation will remain 
unchanged. The pay limit up to which rent is reco¬ 
verable at Ik per cent should be raised from Rs. 220 
to Rs. 300 in the revised pay structure. (Para 44) 

(v) In the case of employees who are regularly or 

frequently transferred, separate pools of accommoda¬ 
tion should be established by setting apart an adequate 
number of quarters for allotment. (Para 45) 

(vi) The Ministry of Defence should increase the 

housing facility for their civilian employees; further, 
the feasibility of sparing from the general pool some 
quarters near the cantonment area for such employees 
may be examined. (Para 46) 


amount should be paid in addition to the admissible 
House Rent Allowance. In the case of these emplo¬ 
yees also, the stipulation regarding production of house 
rent receipts will be the same as in (ii) above. 

(Para 52) 

V—Other Compensatory Allowances 

557. For grant of differential rates of hill compensa¬ 
tory allowance height of the hill stations alone should 
be the criterion, and hill stations should be classified 
into the following categories :— 

(i) Hill stations situated at a height of 1000 
metres of more but below 1500 metres, and 

(ii) Hill stations situated at a height of 1500 
metres or above. 

(Para 56) 

558. The Hill Compensatory Allowance should be 
paid to all employees, irrespective of pay drawn, at the 
following rates :— 

(i) At hill stations situated at a height of 1500 
metres or more as per the rates of compensa¬ 
tory (city) allowance applicable in ‘A’ class 
cities. 


559. Winter Allowance should be paid at the follow¬ 
ing rates to all employees getting a pay up to Rs. 1250 
per mensem:— 

Station Rate of allowance 


(0 Hill stations situated at a height Same rate as for com- 
of 1000 metres or more but pensatory (city) allow- 

below 1500 metres. . . ance in B—1 Class 

cities subject to a mini¬ 
mum of Rs. 10 and 
a maximum of Rs. 25 
per mensem. 


(ii) At hill stations situated at a height of 1000 
metres or more but below 1500 metres as 
per the rates of compensatory (city) 
allowance applicable in B-l class cities. 

(Para 57) 


556. IV—Rent-Free Quarters 

(i) The existing practice of providing rent-free 
accommodation to certain categories according to the 
criteria presented by the Second Pay Commission 
should continue. (Para 48) 


(if) Hill stations situated at a height Same rate as for compen- 
of 1500 metres or above satory (city) allowance 

in ‘A’ class cities subject 
to a minimum of 
Rs. 15 and a maximum 
of Rs. 40 per mensem. 


(Para 58) 


(ii) In regard to the extent of compensation allowed 

when free Government residence is not actually . pro¬ 
vided to an employee who is entitled to it, there should 
be uniformity in different departments. The quantum 
of such compensation should be equal to the amount 
charged as rent for Government accommodation from 
employees similarly placed but not entitled to rent-free 
quarters. In the classified cities, this should be in 
addition to the house rent allowance but the two to¬ 
gether should not exceed the actual rent paid. The 
revised rules should apply only to those who are able 
to produce house rent receipts; for others the existing 
rates will continue. (Para 51) 

(iii) For linemen in the Posts and Telegraphs 
Department, compensation should be raised to Rs. 10 
in itbe unclassified towns; in classified cities the same 


560. The present practice of paying bad climate 

allowance to Central Government employees at those 
places where the State Governments allow a similar 
allowance to their own employees should continue. Bad 
climate allowance at all places classified as bad climate 
areas should be granted to Central Government em¬ 
ployees getting pay up tct Rs. 900 per mensem as per 
rates applicable for compensatory (city) allowance in 
B-l class cities. (Para 61) 

561. Project Allowance to the Government em¬ 
ployees belonging to various departments but working 
at the same project sites should be sanctioned as fol¬ 
lows :— 

(i) In respect of Central Government projects, 
orders should be issued centrally by the 
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Government so that there is no time lag in the 
grant of the project allowance to the affected 
employees of the various Ministries/ 
Departments. 

(ii) In respect of State projects, Central Govern¬ 
ment employees should be given the project 
allowance from the date they join their duties 
at the project site if State Government em¬ 
ployees are already getting the project 
allowance. 

(Para 63) 

562. Government should determine the revised rates 

of the Project Allowance taking into account the revised 
rates of pay, rates for other compensatory allowances, 
etc. (Para 64) 

563. The phased reduction or the final withdrawal of 

the project allowance should be linked with the pro¬ 
gress made in the provision of schools, markets, medical 
facilities and reasonable housing facilities within the 
project area or in its proximity. (Para 65) 

564. The question whether the existing rates of bor¬ 

der allowance/difficult terrain allowance etc. need 
revision should be decided by the Government in the 
light of the revised scales of pay and the new rates of 
other compensatory allowances. (Para 66) 


565. With the coming into force of the proposed 

scales of pay, the rate for purposes of calculating the 
amount of the all-India transfer liability allowance, 
where admissible, should be reduced from 10 per cent 
to 7) per cent till such time as the orders of October 
1970 continue to remain in force. The allowance should 
not be extended to other categories. (Para 75) 

VII—Risk Allowance 

566. (i) The Government should appoint a Com¬ 

mittee which should examine cases where the staff are 
already in receipt of risk allowance with a view to 
putting it on a rational basis. (Para 80) 

(ii) A comprehensive review of the provisions of the 

Workmen’s Compensation Act should be undertaken 
with regard to possible changes in the rates of com¬ 
pensation, the list of specified hazardous occupations 
and the coverage of the Act. (Para 81) 

(iii) Priority should be given to finding alternative 

employment for employees of the BCG Vaccine Labo¬ 
ratory who are not allowed, in the public interest, to 
continue in the laboratory even after they have been 
cured of T.B. infection. (Para 84) 

VIII—Transport between place of work and Residence 

567. There need not be a general extension of either 
the free transport facility or the grant of subsidy for 
expenditure on transport. In cities where CCA is 
admissible, a part of it is expected to cover the extra 
cost on transport. However, in the case of employees 
especially those of Defence, Meteorological ins¬ 
tallations, Posts and Telegraphs, <pivil Aviation etc., 
who have to come on or come off duty at odd hours 


of the night or to travel long distances from rest houses 
in between two spells of duty, some assistance is 
necessary in the form of free transport, subsidy or a 
conveyance allowance. The exact nature and scale of 
assistance will be decided by the Government depend¬ 
ing on local conditions. (Paras 90 & 91) 

Travelling Allowance (Chapter 57) 

568. The revised gradation of Central Government 
employees for the purpose of travelling allowance, daily 
allowance etc. should be as follows:— 


Grade I . 

. 

. 

. 

. Rs. 1000 and above 

Grade,II . 

• 

• 

• 

. Rs. 650 and above but 

less than Rs. 1000. 

Grade III 

• 

• 

• 

. Rs. 330 and above but 

less than Rs. 650. 

Grade IV . 

• 

• 

• 

. Less than Rs. 330. 

(Para 3) 


569. Reservation charges for a seat (for day 
journeys) and sleeper birth (for night journeys) should 
be paid to Grade III and IV employees. (Para 3) 

570. The system of separately paying incidentals and 
a halting allowance (daily allowance) for journeys on 
tour should be replaced by a system of dajly allowance 
for the entire period of absence from the headquarters 
including the journey time, on the pattern of the exist¬ 
ing practice followed on the Railways. Full daily 
allowance should be granted for each completed day of 
absence from the headquarters reckoned from midnight 
to midnight. Daily allowance may be paid at the 
following scale for absence of less than 24 hours: 

Absence exceeding 12 hours and up Full Daily Allowance, 

to 24 hours 

Absence exceeding 6 hours but not 50 per cent of the Daily 

exceeding 12 hours. . . Allowance. 

Absence of less than 6 hours . 30 per cent of the Daily 

Allowance. 

(Para 6 

571. Officers drawing the revised pay of Rs. 2250 
and above should only be entitled to travel by ACC 
first class. The levy of surcharge of one paisa per 
kilometre should be dispensed with. The same limit 
should apply to railway employees also. (Para 7) 

572. The revised pay limit for air journeys may be 

Rs. 2250 except that employees drawing pay between 
Rs. 1800—Rs. 2250 in the revised scales may also 
travel by air at their discretion if the distance involved 
is more than 500 kilometres and the journey cannot be 
performed overnight by rail. (Paia8) 

573. The rate of road mileage for* a journey by car/ 

full taxi should be 40 paise per kilometre and by motor¬ 
cycle/scooter 15 paise per kilometre. Employees 
belonging to Grade I and II only should be entitled to 
travel by car/taxi. (Para 12) 

574. Daily allowance should also be admissible for 
journeys on tour by road to meet incidental expenses. 

(Para 13) 


VI—All India Transfer Liability Allowance 
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575. The rates of conveyance allowance should be 
as follows:— 


Average monthly travel Rates of conveyance 

on official duty allowance for journeys by 

/ --- -*— - > 

Owned Other 
motor car modes of 


conveyance 


210—300 Kms. . 

Rs. 

. 100 p.m. 

Rs. 

35 p.m. 

301—450 Kms. . 

. 150 p.m. 

50 p.m. 

451—600 Kms. . 

. 175 p.m. 

60 p.m. 

601—800 Kms. . 

. 200 p.m. 

70 p.m. 

Above 800 Kms. . 

. 225 p.m. 

75 p.m. 


(Para 16) 


576. The revised pay limit for admissibility to the 

conveyance (car) allowance should be Rs. 1000. This 
limit may be relaxed in the case of doctors and any 
other special categories. (Pa,ra 17) 

577. Conveyance allowance should be attached to a 

post and not sanctioned separately for each employee 
holding that post. (Para 17) 

578. The rates of dajly allowance, where employees 
have to stay in hotels or other establishments providing 
board and/or lodging at scheduled tariffs may be as 
follows:— 


Grade (pay in the 
revised pay scales) 

Ordinary 

places 

Delhi/ 
Madras/ 
Simla, 
Jammu & 
Kashmir 
etc. 

Bombay/ 
Calcutta 
and cer¬ 
tain hill 
areas 

I Rs. 1000 and above 

Rs. 

35-00 

Rs. 

40-00 

Rs. 

50-00 

II Rs. 650 and above but 

below Rs. 1000 

25 -00 

30 -00 

35-00 

III Rs. 330 and above but 

below Rs. 650 . 

15 00 

20-00 

25 -00 

IV (a) below Rs . 330 (Class 

III Employees) 

12-00 

16-00 

20 -00 

(b) Class IV employees 

6 -00 

8-00 

10 00 


In other cases, the existing rates of daily allowance 
should continue. Government should prescribe flat rates 
of daily allowance based on the existing rates for each 
grade of employee. (Para 21) 

579. Full daily allowance may be grafted to Govern¬ 
ment employees for the first 30 days of halt on tour. 

(Para 22) 

580. If only free lodging is provided to an employee 
on tour, he may draw 3/4th of the daily allowance 
instead of half and in case only free board is provided, 
he may draw 1/2 of daily allowance as at present. 
Railways should consider either levying charges for the 
accommodation provided to the railway employees oh 
tour in the railway rest houses, or reducing the daily 
allowance of such employees by 1/4. (Para 23) 

581. The definition of ‘family’ adopted by the Rail¬ 
ways for the purpose of transfer travelling allowance 
may be extended to other Government employees also. 

(Para 24) 


582. The revised rates of transfer grant may be as 
follows :— 


Grade 

Pay Range 

Transfer 

Grant 


Rs. 

Rs. 

Grade I . 

. 2000 and above 

500 

Grade I . 

. 1000—1999 

400 

Grade II 

. 650—999 

300 

Grade III 

. 330—649 

200 

Grade IV 

Classs III Employees 
other than those co¬ 
vered by Grade II 
& III 

150 

Grade IV 

. Class IV Employees 

100 


(Para 25) 


583. Transfer incidentals may be replaced by daily 

allowance for the employee as well as for the members 
of his family, children below 12 years being given half 
the daily allowance. (Para 26) 

584. The revised scale of baggage allowance may 
be as follows :— 


Grade 

With family 

Without family 

Grade I . 

. Full Wagon 

2000 Kilograms 

Grade 11 

. 3000 Kilograms 

1000 

Grade III 

. 1500 

750 

Grade IV 

. 600 

250 


585. Employees on transfer may transport their 

personal effects by road between points connected by 
rail subject to the cost not exceeding the cost of trans¬ 
portation of the maximum permissible quantity of 
personal effects by goods train. (Para 28) 

586. A retiring employee should be grafted transfer 
travelling allowance on the same scale and subject to 
the same terms as admissible to a serving employee on 
transfer including transfer grant, daily allowance (in 
lieu of incidentals) apd cost of transportation of the 
conveyance where entitled. Leave travel concession 
should not be granted in the year of retirement. 

(Para 31) 

587. A retiring employee should be granted transfer 

travelling allowance to a station of his choice in India 
subject to the amount being limited to what would have 
been admissible to him had he proceeded to his declared 
home town. (Para 32) 

588. The concessions mentioned in items 19 and 20 
above should also be admissible mutatis mutandis to 
the family of an employee who dies while in service. 

(Para 33) 

589. There should be uniformity in regard to the 

rates of daily allowance, road mileage and conveyance 
allowance between railway and other employees. The 
Railways should also fall in line with the civil depart¬ 
ments in regard to the baggage allowance and transfer 
grant. (Para 34) 

590. Children of employees staying away from them 
for the prosecution of their studies may be allowed free 
travel by third class for a distance beyond 150 Kms. 
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once a year to and from a school or college during an 
approved vacation to join their parents a,t the station 
of posting of the Government employee. (Para 35) 

Leave Travel Concessions (Chapter 58) 

A—Railway Employees 

591. The present rail travel privileges of railway 
employees should, as a first step, be reduced to the level 
recommended by the Estimates Committee (Fourth Lok 
Sabha). The number of passes of the gazetted officers 
should be reduced to the level admissible to the non- 
gazetted officers at present. The number of PTOs 
should be reduced from 6 to 3 per year for both gazetted 
and non-gazetted officers. The facility for taking 
attendants on First Class ‘A’ and First Class Passes 
should be abolished, but lady officers including Lady 
Health Visitors and Nurses may be allowed to take one 
attendant provided they are not accompanied by their 
husband or other male relative. Only those members 
of the family should be eligible to travel on free passes 
and PTOs as are covered under the Travelling Allow¬ 
ance Rules for journeys performed on transfers. 

(Para 5) 

592. All railway employees of Class I, Class II and 

Class III who retire after having rendered more than 
20 years’ service should be allowed one set of free passes 
every yeaf. No change need be made in the provisions 
concerning the travel concession available to retired 
railway servants of Class IV. (Para 6) 

593. The present limits for entitlement to different 

classes of persons should be reviewed to avoid a situa¬ 
tion where a very large number of railway employees 
become entitled to a First Class Pass on the introduc¬ 
tion of the revised scales of pay recommended by us. 
Those who are today entitled to a Second Class Pass 
should not become entitled to tarvel in the first class 
on the abolition of the second class passenger compart¬ 
ment considering the liberal standard already adopted 
in the grant of First Class Passes. (Para 7) 

B—Central Government employees excluding Railway 
Employees and Armed Forces Personnel. 

594. The existing provision a,s regards journeys to 
home-towns once in a block of two years should be 
continued with the modification that once in a block 
of four years, every Government employee should be 
allowed to avail of the LTC for journeys to any place 
in India subject to other prescribed conditions. 

(Para 12) 

595. The definition of family for purposes of the 

LTC should be the same as under the Travelling 
Allowance Rules. (Para 13) 

596. The employees should be permitted to avail of 
the LTC for journey performed during casual leave also 
without specifying any minimum period of absence. 

(Para 14) 

C—Armed Forces Personnel 
(i) Service Officers 

597. The existing concessions should continue and 
'the limit of 965 kms should not apply in the case of 

journeys undertaken to home-town. Dependent children 
should be allowed the same travel concessions as the 


officer’s wife once in a block of two years. For travel 
concessions, the definition of family should be the same 
as for the civilian employees of the Central Govern¬ 
ment. The extra leave travel privileges enjoyed by 
officers engaged on flying and submarine duties should 
be continued. (Para 17) 

598. The use of Form D concessions should be 

limited to 3 sets in a year, a set covering both the 
outward and the return journey. This facility should, 
however, be available in excess of this number for 
certain specific purposes like children going to a board¬ 
ing school and returning to parents, journeys in con¬ 
nection with medical treatment in military hospitals, 
etc. (Para 18) 

(ii) Personnel below officer rank 

599. For journey to home station once every year, 

the free concession voucher should cover the Service¬ 
man’s wife and' children also and in every alternate 
year, he along with wife and children should have the 
option to travel to a leave station with Government 
bearing the cost of the outward and the return journey 
up to a distance of 965 kms each way. For travel con¬ 
cessions, the definition of family should be the same as 
in the case of Service officers. The expenditure on 
account of half the rail fare in respect of family mem¬ 
bers that is being borne today by the Servicemen should 
be reimbursed to them. (Para 20) 


600. All the existing schemes of educational facilities 

and allowances should continue with the modifications 
recommended in respect of ea,ch. (Para 8) 

601. As in the Railways, the children’s educational 

allowance should be admissible to employees in other 
departments also only if a school of the requisite 
standard does not exist at the station where an emplo¬ 
yee is posted or on account of non-availability 
of accommodation in such a school. The certificate 
regarding non-availability of accommodation in a 
school of the requisite standard should be obtained 
from the district educational authorities or similar 
authority. (Para 9) 

602. Children's educational allowance should be 
admissible to the Central Government employees draw¬ 
ing pay up to Rs. 1200 per mensem at the following 
rates 

Primary classes . . Rs. 15 p.m. per child 

Secondary and Higher 

Secondary classes . . Rs. 20 p.m. per child 

The total amount of the allowance should be restricted 
to Rs. 60 per mensem per employee. (Para 11) 

603. The upper pay limit for admissibility of re¬ 

imbursement of tuition fee should be raised to Rs. 1200 
per mensem. (Para 12) 

, 604. With a view to reducing the administrative and 
accounting work, the tuition fee should be reimbursed 
on production of certificates twice a year from the head 
of the school giving particulars of the children studying 
in the school, the classes in which they are studying, 
the amount of the fee charged, etc. A similar certificate 
should be obtained when children are transferred from 
one school to another. (Para 14) 


Educational Facilities & Allowances (Chapter 59) 
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605. Government should consider opening more 

subsidised hostels for the children of the Railway 
employees. (Para 15) 

606. There should be no upper pay limit for pay¬ 

ment of hostel subsidy and the hostel subsidy at a 
uniform rate of Rs. 60 per mensem per child should 
be admissible to all Central Government employees 
who because of their transfer are required to keep their 
children in a hostel. The subsidy should continue to 
be limited to not more than three children, and the 
total number of children who may avail of the hostel 
subsidy and children’s educational allowance should 
not exceed four. The hostel subsidy should be extended 
to the children residing in the hostels of all recognised 
schools. (Para 16) 

607. The benefit of the schemes of children’s educa¬ 
tional allowance, reimbursement of tuition fee and 
payment of hostel subsidy should, subject to the other 
conditions being fulfilled, be admissible (i) to all per¬ 
manent and quasi-permanent Central Government 
employees, and (ii) to all temporally employees who 
have completed not less than one year’s service. 

(Para 17) 

608. In order to satisfy the assessed needs of em¬ 

ployees Government should take steps to open as many 
more Central Schools as possible. (Para 18) 

609. Where an employee is transferred from one 
station to another in the middle of an academic session 
and shifts his children to a school requiring purchase 
of a new set of books, he should be granted a subsidy 
at the following rates :— 

Primary classes Rs. 20 per child 

Secondary classes . . Rs. 40 per child 

Higher Secondary classes Rs. 60 per child 

The subsidy should be available to employees drawing 
pay up to Rs. 1600 per mensem and be admissible up 
to a maximum of four children. (Para 19) 

Death-cum-Retirement Benefits (Chapter 60) 

610. The age of superannuation of Central Govern¬ 
ment employees should continue to be 58 years. 

(Para 12) 

611. Government should look into the lack of 

uniformity in regard to the age of superannuation of 
Class IV employees in the railways and in other Gov¬ 
ernment departments and remedy the position as 
circumstances permit. (Para 13) 

612. There should be no change in the existing age 

of superannuation of police personnel in the Border 
Security Force and the Central Reserve Police under 
the relevant Acts. (Para 14) 

613. The retirement of Government servants should 

take effect from the afternoon of the last date of the 
month in which they attain the age of compulsory 
retirement instead of the afternoon of the actual date 
of their superannuation. (Para 15) 

614. The existing provisions for the compulsory 
retirement of Government employees before they have 
reached the normal age of superannuation which are 
directed towards maintaining the efficiency and integ¬ 


rity of the public services are salutary and should 
continue. (Para 19) 

615. No change should be made in the existing pro¬ 

visions relating to voluntary retirement of Central 
Government employees. (Para 24) 

616. The benefit of pro-rata pension and gratuity 
at present admissible to scientific employees on absorp¬ 
tion in autonomous organisations like C.S.I.R., 
I.C.A.R., Central Universities, etc. should be extend¬ 
ed to the various categories of technical personnel also 
on similar absorption in these organisations. 

(Para 25) 

617. The existing arrangements under which Class 

I and some of the Class II officers are required to 
take permission from Government before taking up 
commercial employment within two years of their 
retirement should continue. These restrictions should 
also be made applicable to the employees governed 
by the Contributory Provident Fund Rules and to 
those who are allowed to retire voluntarily under the 
existing rules. (Para 29) 

618. The existing provisions, under which pension 

can be sanctioned and continued only if certain condi¬ 
tions, mainly related to safeguarding the efficiency 
and integrity of the Government service, are satisfied, 
should continue. (Para 33) 

619. Emoluments for purposes of pension should 

continued to be calculated over a period of 36 months 
as at present. (Para 37) 

620. No change is considered necessary in the exist¬ 

ing formula for computing pension. However, the 
maximum qualifying service for pension should be in¬ 
creased from 30 years to 33 years. (Para 41) 

621. The upper pay limit for the grant of pension 

should be raised from Rs. 1800 to Rs. 2500 per 
mensem. The existing ceiling on maximum pension 
should also be raised from Rs. 675 per mensem to 
Rs. 1000 per mensem. (Para 43) 

622. Death-cwm-retirement Gratuity should conti¬ 
nue to be calculated on the existing basis. The quali¬ 
fying years for earning gratuity should, however, be 
increased from 30 years to 33 years, and the upper 
pay limit for earning gratuity should be raised from 
Rs. 1800 to Rs. 2500 per mensem. The maximum 
amount of gratuity should also be raised from 
Rs. 24,000 to Rs. 30,000. The exemption limit on 
gratuity for purposes of tax liability should be in¬ 
creased from Rs. 24,000 to Rs. 30,000. 

(Paras 44, 45 & 46) 

623. The maximum amount of death gratuity should 

also be raised to Rs. 30,000. (Para 47) 

624. The existing provisions regarding service gra¬ 
tuity do not need any change. (Para 48) 

625. Government should fix the special contribu¬ 

tion admissible, to the railway employees governed by 
the State Railway Provident Fund Scheme as they 
deem fit keping in view the improvements recommend¬ 
ed in pension and gratuity in the case of other Gov¬ 
ernment employees. (Para 49) 

626. The existing arrangements under which the 
Government employees are required to contribute 
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partly towards the financing of the family pension 
scheme should continue. While the contribution of 
the employees should continue to be equal to two 
months’ emoluments, the maximum amount of con¬ 
tribution should be raised from Rs. 3,600 to Rs. 5,000. 

(Para 54) 

627. The rates of family pension as also the ceilings 
should be revised as follows :— 


Pay of the 
Government 
Servent 

Amount of family Pension per 
mensem 

Below Rs. 400 

30% of pay, subject to a minimum 
of Rs. 60 and a maximum of Rs. 100. 

Rs. 400 and above 
but below Rs. 1200 

15% of pay, subject to a minimum of 
Rs. 100 and a maximum of Rs. 160. 

Rs. 1200 and above 

12% of pay, subject to a minimum of 
Rs.160 and a maximum of Rs. 250. 


In case an employee dies after having rendered a 
minimum service of 7 years, the family pension should 
be paid at an enhanced rate equal to 50% of the last 
pay drawn or twice the family pension at the above 
rates, whichever is less, for a maximum period of 7 
years or till he would have attained the age of 65 years, 
whichever is earlier. In case of death after retire¬ 
ment the amount of family pension at the enhanced 
rate should not exceed die normal superannuation 
pension (uncommuted value) to which the Govern¬ 
ment employee would be entitled to on superannuation. 
Further, in such a case, the family pension should 
be given only to those who were members of the 
family of the Government employee as declared at 
the time of the retirement. 

(Paras 55 to 58) 

628. Government should consider introducing a 

contributory family pension scheme for the railway 
employees governed by the State Railway Provident 
Fund Scheme. (Para 59) 

629. While there should be no change in the exist¬ 
ing conditions for grant of invalid pension, the 
amount of invalid pension should not be less than the 
amount of family pension at the ordinary rates. 

(Para 60) 

630. Temorary and quasi-permanent employees 

should continue to be paid a terminal gratuity only 
as heretofore, (Para 63) 

631. Temporary employees with a continuous 

service of 5 years or more and all quasi-permanent 
employees should be paid a terminal gratuity at the 
rate of half a month’s pay for each completed year 
of service below 10 years, and for continuous service 
of 10 years or more at the rate of one month’s pay 
for each completed year of service subject to a 
ceiling of Rs. 15,000, or 15 months’ pay whichever 
is less. (Para 64) 

632. The amount of terminal gratuity to a tem-- 
porary or quasi-permanent employee should not be 
less than the amount which he would have got as a 
matching Government contribution to the provident 


fund if he were on the Contributory Provident Fund 
Scheme from the very inception of his continuous 
temporary service. The matching contribution of 
the Government in such cases should be worked out 
so as to be equal to the amount actually contributed 
by the temporary employee himself to the provident 
fund subject to the matching contribution not exceed¬ 
ing 8-1/3% of his pay. The benefit of a contribu¬ 
tory provident fund should not be extended to tem¬ 
porary and quasi-permanent employees who are made 
permanent, who should on confirmation be automati¬ 
cally brought over on the pension scheme applicable 
to the other permanent Government employees. 

(Para 65) 

633. The benefit of added years of service to spe¬ 

cially qualified or experienced personnel appointed to 
posts where these qualifications are necessary in the 
public interest should continue. The posts where the 
grant of this benefit is considered essential should be 
identified in consultation with the Union Public Ser¬ 
vice Commission and the Ministry of Finance and a 
suitable provision incorporated in the relevant recruit¬ 
ment rules so that the benefit is automatically avail¬ 
able to all the candidates who are recruited in accord¬ 
ance with the provisions of those rules. Further, in 
the advertisements issued by the Union Public Service 
Commission for recruitment to such services and 
posts, it should be mentioned that this benefit would 
also be available. (Para 68) 

634. The basic criterion for an award under Extra¬ 
ordinary Pension Rules should be whether the death 
or injury is attributable to service or aggravated by 
service rather than the existing distinctions with refer¬ 
ence to the ‘risk of office’ and ‘special risk of office’. 

(Para 71) 

635. The existing classification of injuries into A, B 

and C classes for the grant of benefits under these 
rules should be replaced by a list similar to that 
under the Workmen’s Compensation Act, which 
should form a part of the rules. (Para 72) 

636. The family pensionary benefits to widows and 
motherless children under the Extraordinary Pension 
Rules should be rationalised and their rate structure 
brought in line with the benefits admissible under the 
family pension scheme. The family pension under 
the Extraordinary Pension Rules should, however, be 
paid at higher rates for the entire period and not limit¬ 
ed to 7 years as in the case of family pension scheme. 
In addition to the widow’s pension, gratuity, children 
allowance and children’s education allowance should 
continue to be admissible as at present. 

(Paras 73 & 74) 

637. Pension under Extraordinary Pension Rules 
should not be granted to an employee if he conti¬ 
nues to be in service and earns his monthly salary. 
In such cases, he should be paid a compensation in 
lump sum only. However, if the disability results in 
invalidment out of service, the existing arrangement 
of paying a monthly pension should continue. 

(Para 75) 

638. The amount of invalid pension under the 
Extraordinary Pension Rules should not be less than 
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the amount of family pension that would be admissible 
to the widow under these rules. (Para 76) 

639. A scheme, under which all Government em¬ 

ployee will be required to pay a single rate of con¬ 
tribution of Rs. 5/- per mensem (returnable without 
interest in cases of superannuation, etc.) for an insu¬ 
rance cover of Rs. 5,000/-, should be introduced. 
The scheme should be optional in the case of existing 
permanent employees and temporary employees with 
one year’s service on regular establishment but should 
be made compulsory for all such categories of em¬ 
ployees who enter Government service in future. No 
advance for any purpose should be allowed to the 
employees out of the amounts contributed by them 
under this scheme. (Para 83) 

640. The rate of interest on the Provident Fund 
balances of the Central Government employees should 
be broadly comparable with the interest allowed by 
die nationalised banks on long term deposits. 

(Para 88) 

641. Government should introduce an arrangement 
of issuing pass books to the employees showing the 
up to date position of their provident fund balances. 

(Para 89) 

642. All future pensioners, irrespective of the 
amount of pension drawn by them, should be given a 
relief at the rate of 5% of their pension subject to a 
minimum of Rs. 5/- per mensem and a maximum of 
Rs. 25/- per mensem on the 12-monthly average of 
the All India Working Class Consumer Price Index 
(1960= 100) rising by 16 points. The relief for the 
first time at these rates should be paid when the 12- 
monthly average of this index reaches 216. 

(Para 92) 

643. The recommendations with regard to death- 
cwm-retirement benefits of Central Government em¬ 
ployees would also apply to the personal belonging 
to fee All India Services and, with a few exceptions, 
to the employees of Union Territories. 

(Paras 94 & 95) 

Hours of Work, Holidays and Overtime Allowance 
(Chapter 61) 

644. The gross working hours prescribed in the in¬ 

dustrial establishments under the Government should 
be 48 hours in a week and 8 hours in a day. Within 
this period of 8 hours, the workers should be allow¬ 
ed a break for half-an-hour to take their meals, thus 
yielding a net of 45 hours per week. As regards the 
industrial establishments where the net weekly hours 
of work are less than 45, the position should be re¬ 
viewed. (Para 13) 

645. The disparities existing in different railway 

zones due to shorter hours of work in some for purely 
historical reasons should be removed by increasing 
the net working hours, where necessary, to 45 per 

week. (Para 14) 

The hours prescribed for the administrative offices 
should be 7 effective hours a day, exclusive of lunch 
break. (Para 15) 

646. No change need be made in the existing ar¬ 
rangement of giving only the second Saturday of the 


month as a holiday, to employees in the administra¬ 
tive officers. (Para 21) 

647. Some arrangements should be devised for giv¬ 

ing the categories of staff, who are not assured a 
regular weekly off e.g., chowkidars, watchmen, cooks, 
waiters, sweepers, etc., a rest day at least once in a 
fortnight. (Para 22) 

648. An employee should be given a compensatory 

off when he is called to work on his normal off-day, 
and where it is not practicable to do so in the interest 
of Government work, he should be monetarily com¬ 
pensated. (Paras 22 & 23) 

649. No section of employees should be allowed 

more than 16 holidays in a year. (Para 28) 

650. The practice of declaring one of the restrict¬ 

ed holidays as a public holiday whenever any of the 
approved 16 closed holidays falls on a Sunday or a 
Second Saturday, should be discarded as soon as pos¬ 
sible. (Para 29) 

651. No change need be made in the system of 

restricted holidays except that an attempt should be 
made to control the number of Festivals declared as 
restricted holidays. (Para 30) 

652. No change in regard to the number of public 

holdiays need be made in respect of those employees 
who are entitled only to 3 national holidays or 9 effec¬ 
tive holidays. (Para 31) 

653. The existing quantum of casual leave is quite 
adequate; all operating and maintenance staffs who 
are entitled to less number of public holidays in a 
year than the number allowed to the office staff in 
administrative offices should be allowed 15 days cas¬ 
ual leave. No class of employees should be allowed 
more than 15 days’ casual leave in a year but in case 
a higher amount of casual leave has been allowed in 
certain cases due to remoteness of the region, one or 
two days’ journey time should be allowed whenever a 
person goes to his home-town on casual leave. 

(Paras 35-36) 

654. For workshop staffs outside the railways, the 

system of special non-cumulative leave should be abo¬ 
lished and the quantum of casual leave in their case 
should be increased from 7 days to 12 days in a 
calendar year. (Para 37) 

655. The system of overtime allowance should be 
withdrawn in respect of categories and establishments 
to which the practice was extended subsequent to the 
recommendations of the Second Pay Commission, 
while it may continue in other cases, including catego¬ 
ries which are governed by the provisions of enact¬ 
ments such as the Factories Act, and the Hours of 
Employment Regulations, but where some of 
the overtime expenditure now being incurred is due 
to the shortage of staff, such shortages should be 
made up expeditiously. Where overtime working, 
as a regular measure, is unavoidable as happens in 
certain operative officers, the compensation should 
be in the form of off-days rather than through cash 
benefits. 

656. For the categories which would become 
ineligible for overtime, a system of compensatory 
offs and payment of honoraria should be introduced. 
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Honoraria should, however, be considered only for 
compensating the over-stayal during the periods of 
unusual activity or due to unforeseen circumstances 
such as the compilation of the Budget, Parliamentary 
work during sessions organisation of large conferences, 
fairs, etc. and work connected with emergencies. 

657. Where the system of overtime work conti¬ 
nues the period of overtime should be calculated on 
a weekly basis and should be admissible only if the 
work put in during the working week of six days 
exceeds 48 hours; in reckoning these 48 hours the 
period allowed for meal break should be included. 

658. In organisations like the Government Presses 

where the prescribed weekly hours are less than 48, 
and the work done between the prescribed hours and 
the weekly norm of 48 hours is compensated in the 
form of overtime at double the time rate, compensa¬ 
tion for such work should be only at the time rate 
in future. (Para 48) 

659. The definition of ‘night’ as the period between 

2200 hours and 600 hours is reasonable. The present 
weightage of 10 minutes for every hour worked is 
also adequate. Government may examine the question of 
bringing about uniformity among the various depart¬ 
ments in regard to the definition of night duty and the 
weightage. (Para 53) 

660. So far as P & T department is concerned, the 

employees may be given an option either for cash 
compensation on the same terms and conditions as 
recommended for other Central Government emplo¬ 
yees or for continuance of the existing system of 
restricted duty hours. (Para 53) 

661. For the calculation of cash compensation, only 
pay and dearness allowance should be taken into 
account and other compensatory allowances excluded. 

(Para 54) 

662. Weightage for night duty or financial com¬ 
pensation in lieu should be granted only when night 
duty calls for continuous performance of related 
tasks without considerable interludes of inaction or 
rest. 

663. No night duty allowance should be granted 
in those cases where the weekly working hours have 
been fixed at a reduced level taking the occurrence of 
night duty into account. 

664. No weightage for night duty should be allow¬ 
ed to those categories of employees who may be 
called upon to perform night duties only occasionally. 

665. There would also be no justification for the 
grant of night duty allowance in cases where such 
duty is an inseparable characteristic of the job itself, 
i.e., nurses, sisters-in-charge in hospitals, etc. 

(Para 56) 

Leave Entitlements (Chapter 62) 

666. No change need be made in the case of work¬ 
shop staffs whose earned leave is governed by the 
provisions of the Factories Act, 1948 supplemented 
by Departmental instructions. The Civilian in De¬ 
fence Services (Industrial Employees) Leave Rules, 
1954 should be repeated. The amount of annual leave 


earned by the railway workshop staff should be re¬ 
duced by 12 days. (Para 11) 

667. In the case of non-industrial staffs, no change 

need be made in the rate of earning leave, the limit 
on accumulation of earned leave and the limit on 
the period of leave that can be availed at any one 
time. The existing differentiation between perma¬ 
nent and temporary employees in regard to earning 
leave in the first year of service should be abolish¬ 
ed. (Partis 14 & 15) 

668. At present employees proceeding on earned 

leave from a post the maximum of which does not 
exceed Rs. 300 are entitled to draw leave salary equal 
to the last pay drawn. This limit of Rs. 300 should 
be raised to Rs. 600. (Para 17) 

669. The present limit of Rs. 750 on leave salary 
during half pay leave should be dispensed with. 

(Para 18) 

670. The present limit of 240 days on commuted 

leave during the entire service should be removed. 
Half pay leave up to a maximum of 180 days of such 
leave should be allowed to be commuted during entire 
service where such leave is utilised for an approved 
course of study. (Paras 19 & 20) 

671. The special provisions made in the Study 
leave rules for officers of the Indian Economic 
Service, the Indian Statistical Service a nd medical 
officers should be extended to many more categories 
of specialists and technical personnel on merits of each 
case. For courses of study pursued in India, the „ 
emoluments during study leave should be regulated -in 
the same way as during earned leave subject to the 
emoluments not exceeding the pay that the officer 
would have otherwise drawn had he remained on duty. 
No study allowance should be paid during this period. 
The existing provisions relating to studv leave availed 
outside India should continue. The rates of study 
allowance admissible in foreign countries should be 
reviewed by the Government from time to time. 

(Paras 24 to 26) 

672. In the case of Departmental Leave, the Depart¬ 

ment concerned should review the position and allow 
as leave salary from 10% to 25% of pay. In such 
cases, leave salary should be paid on a monthly basis 
for the first three months and thereafter it should be 
payable when the Government Servant returns to duty. 
Departmental Leave should not be debited to half pay 
leave, and for purposes of calculating the amount of 
half nay leave due “year” should be construed, not as 
meaning a calendar year in which duty is performed 
but as twelve months of actual duty. (Para 29) 

673. Leave Rules should be amended 'to specify 
that a female Government servant should be granted 
maternity leave only if she has less than three living 
children at the time of application for such leave. 

(Para 30) 

674. In case of death in harness, the cash equiva¬ 
lent of the leave salary that the deceased employee 
would have got had he gone on earned leave on the 
date of death, should be given to his family subiect to 
a maximum of leave salary for 120 days. (Para 37) 
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Medical Facilities (Chapter 63) 

675. The Central Government Health Scheme 

(CGHS) should be extended to other cities and towns 
on a priority basis. (Para 4) 

676. The facilities provided under the C.G.H.S. 

should be improved. (Para 6) 

677. Government should review the procedure for 

local purchase of medicines by the C.G.H.S. dispen¬ 
saries to make it more expeditious and delegate more 
powers, if necessary, for die purpose to the medical 
officers incharge of the dispensaries. (Para 7) 

678. The contributory basis of the C.G.H.S. as 

also the existing rate of contribution should be. main¬ 
tained. (Para 8) 

679. In rural and other areas not adequately served 

by the existing authorised medical attendants, selected 
registered medical practitioners may be declared as 
authorised medical attendants. (Para 10) 

680. The practitioners of indigenous system of medi¬ 

cine should also be declared as authorised medical 
attendants provided they are in Central or State Gov¬ 
ernment employment. Employees Should have the 

option to consult them and claim reimbursement. 

(Para 10) 

681. Industrial and workcharged staff should be 

entitled to the same medical facilities as are available 
to non-industrial employees and on the same terms 
and conditions. (Para 14) 

682. Government should review the existing rates 

of consultation/visiting fees charged by die authorised 
medical attendants keeping in view die present day 
conditions. (Para 15) 

683. The revised pay limits in the new scales of 
pay for reimbursement of diet charges should be 
Rs. 640 in the case of patients suffering from Tuber¬ 
culosis and Mental Diseases and Rs. 400 in the case 
of patients suffering from other diseases. (Para 16) 

684. Prescription of a monetary ceiling on reim¬ 
bursement of medical claims is not considered desir¬ 
able. A system of selective review of medical reim¬ 
bursement claims should, however, be introduced 

(Para 18) 

685. Railway employees at way-side stations and 
on branch lines should be allowed to avail of the 
medical facilities available at the nearest recognised 
hospital without the prior approval of their authorised 
medical attendant and get reimbursement of expenses. 
A scheme of empanelment of registered medical prac¬ 
titioners for this purpose may also be introduced. 

f (Para 21) 

686. All Central Government employees may be 

subjected to a compulsory medical examination at the 
ages of 40, 45 and 50 and thereafter at intervals as 
recommended by the Ministry of Health and Family 
Planning. A beginning may be made by extending 
the scheme to the employees covered by the Central 
Government Health Scheme. Railways and Ordnance 
Factories may also cover such of their employees as 
are posted at places having hospitals run by the 
Central Government. (Para 23) 
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Staff Amenities (Chapter 64) 

Uniforms 

687. The Government may take note of the views 
expressed by a large section of the employees against 
tile use of Khadi for the fabrication of uniforms. 

(Para 7) 

688. The changes in the existing scales and 

standards of supply of uniforms as also in the amount 
of washing allowance, are matters which can be more 
appropriately settled by the Government in consulta¬ 
tion with the staff. (Para 9) 

689. The attention of the Government is drawn to 

the need for ensuring the timely supply of uniforms 
of the proper fit. (Para 10) 

690. The demand for the grant of a kit allowance 

in lieu of the supply of ready made uniforms is not 
accepted. For the nursing staff, etc., instead of giving 
a uniform allowance the Government may examine the 
feasibility of supplying special grades of cloth (cotton, 
woollen or synthetic) and sanctioning an amount 
towards tailoring charges, leaving it "to the officials to 
have their uniforms stitched in conformity with the 
regulations. (Para 10) 

Canteens 

691. It would not be possible to bring about uni¬ 

formity in the standards applicable to canteens pro¬ 
vided under the Factories Act and other canteens 
since the provisions made for the purpose under the 
Factories Act differ from State to State. However, 
where the provisions made under the departmental 
rules are more favourable these should be adopted 
even in respect of the canteens provided under the 
Factories Act. (Para 13) 

692. Canteens in certain Ministries are often used 
as meeting places at all hours of the day; these should 
be kept open only during the specified hours. 

(Para 15) 

Advances to Government Servants 

693. The maximum amount of advance for the pur¬ 
chase of motor cars should be raised to Rs. 18,000, 
for motor cycles/scooters to Rs. 3,500 and for cycles 
to Rs. 250 

694. Government should consider whether having 
regard to all relevant factors, a lower rate of interest 
could be prescribed in respect of advances for house 
building purpose at least in respect of loans advanced 
to employees drawing less than Rs. 900 per mensem. 

(Para 17) 

695. Government should consider whether the 

existing amount of Rs. 200 as an advance for pur¬ 
chase of warm clothings could be enhanced in view 
of the increased prices of woollens. An appropriate 
advance for purchase of warm clothings should be 
paid to Class II and Class I employees also on their 
first posting to a hill station. (Para 19) 

Other Welfare Measures 

696. There is considerable scope for providing 
more space, and for improving the office accommoda¬ 
tion in use by better lighting, improved ventilation, 
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use of exhaust fans, greater cleanliness, and more 
liberal use of paint. There is scope also for re-arrang¬ 
ing furniture, record rooms etc., to make the atmos¬ 
phere more livable. (Para 21) 

697. While construction of the new buildings 

would take time, improvements to existing buildings 
can be undertaken quickly and at a comparatively 
low cost. The other essential facilities like rest houses, 
rest rooms and dormitories should receive the close 
attention of the Government. The provision of rest 
houses etc., is also a comparatively less expensive pro¬ 
position. The Government should attend to these 
matters with expedition. (Para 23) 

698. Even though the provision of some of the 
welfare amenities would have to depend to a large 
extent on the concentration of staff at particular 
places, in certain other matters e.g. establishment of 
and the contribution by the Government to the 
employees’ welfare funds, there should be some 
degree of uniformity in the different departments. 

(Para 28) 

699. The idea behind a Holiday Home which pro¬ 
vides lodging and other facilities at cheap rates for 
the benefit of the employees is sound and this facility 
should be extended further. In locating these holiday 
homes the Government should pay attention to the 
usual social habits of the generality of its employees. 

' (Para 29) 

700. A systematic study should be made of the 

trend of indebtedness among the employees and if its 
proportions show undue increase, the Government 
should consider steps to remedy the situation, includ¬ 
ing a scheme of financial assistance in Hard and 
deserving cases. (Para 31) 

Miscellaneous (Chapter 65) 

701. I. Classification of Services 

(i) We are inclined to the view that some kind 
of a classification based on an assumed equivalence of 
the work content in the different levels of the various 
occupational groups and, hence of the pay ranges, is 
necessary for purposes of personnel administration. 

(Para 7) 

(ii) We have, however, formed the impression that 

the term ‘Class’ presently in vogue has acquired 
overtones that could, with advantage be avoided, so 
as to create a healthy psychological climate. It should 
be possible to describe the existing classes and 
‘Groups’ as the Government itself seems to have con¬ 
templated at one time. In other words, it may be 
feasible to redesignate the existing Classes I, II, III 
and TV as Groups ‘A’. ‘B’, ‘C\ and ‘D’. We recom¬ 
mend accordingly. (Para 7) 

702. II. Temporary and Quasi-Permanent Status 

(iii) We feel that the existing proportion of one- 

fourth of the staff being temporary is too large and 
recommend that in permanent departments it should, 
in course of time, be brought down to about one- 
tenth. (Para 18) 

(iv) In departments which are themselves con¬ 
sidered temporary, or. which by the very nature of 
their work (as in Ordnance Factories) must carry a 


somewhat larger component of temporary staff, the 
position should be periodically reviewed, so that as 
large a number of temporary staff as possible are 
made permanent. Temporary employees should be 
allowed relaxation in age to compete for appointment 
to permanent posts that fall in the same category. 

(Para 18) 

(v) The quasi-permanent status is a valuable right 
specially to those serving in temporary posts in the 
temporary departments, inasmuch as efforts are more 
likely to be made to fit them elsewhere, if the neces¬ 
sity should arise. We, therefore, recommend that 
quasi-permanent status may continue to be conferred 
on the eligible temporary staff employed in temporary 
organisations. Elsewhere, there seems to be no 
specific need for this practice and the Government 
should consider dispensing with it. (Para 19) 

703. III. Industrial and Non-Industrial Employees. 

(v) It appears to us that there are broadly two 
possible approaches, viz.— 

(a) to exclude all Government industrial 
workers from the purview of the labour 
laws, and treat them as an excluding cate¬ 
gory to be governed solely by the statutory 
rules and orders issued from time to time 
by the Government in exercise of its 
powers under Article 309 of the Constitu¬ 
tion, or 

(b) to segregate the industrial workers of the 
Government from its non-industrial workers, 
and to give them all the facilities and safe¬ 
guards to which industrial workers in gene¬ 
ral are entitled under the labour laws. 
Simultaneously, it should be ensured that 
the various rales and orders normally appli¬ 
cable to Government servants generally are 
not extended to the industrial workers of 
the Government. Even so. however, without 
an amendment to Article 311 of the Consti¬ 
tution, an industrial Government worker 
still he entitled to certain safeguards denied 
to non-government industrial workers. 

(Para 25) 

Staffing and Efficiency in Government Service 
(Chapter 66) 

704. The additional expenditure arising out of the 
implementation of our recommendations can ' be 
justified only if there is no wasteful expenditure due 
to overstaffing and inefficiency; and productivity in 
the public service is maintained at fairly high level. 

(Para 1) 

705. The pooled messenger system should be 
adopted in Government offices in preference to the 
peon system. The system of appointing helpers to 
assist the skilled workers in workshops as well as out¬ 
side should be discontinued to the extent feasible. 

(Para 5) 

706. The desk officer system should be adopted in 
the Secretariat with necessary changes in recruitment 
procedures and personnel deployment. (Para 6) 

707. There is need for a regular and systematic 
review of prescribed staffing norms with reference to 
changing patterns and conditions of work and also 
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for periodical overhaul of the procedures and system 
of work with a view to improving efficiency in the 
offices. (Para 7) 

708. The three organisations, namely, Department 
of Administrative Reforms, Staff Inspection Unit and 
Organisation and Methods and Internal Finance 
branches in each Ministry should be strengthened and 
their range of activity diversified with a view to 
achieving the objective of improving efficiency at 
minimum cost. Outside management consultants 
should also be used wherever necessary. (Para 8) 

709. The scope for economy and improvement of 

efficiency appears to be greater in departments like 
Railways and Posts and Telegraphs which employ 
very large complements of staff. The Railways should 
explore the possibility of curtailing staff by introduc¬ 
tion of mechanised track maintenance, automated 
marshalling yards, improved signalling and telecom¬ 
munication facilities for better traffic control, etc. 
The justification for automation should be based not 
merely on staff savings but also on the overall cost 
of the scheme taking into account capital investment, 
interest, depreciation, etc. (Para 9) 

710. The system of providing peons at residences 

of certain categories of officers is an anachronism and 
should be done away with. (Para 9) 

(i) Fragmentation of inter-related functions 
resulting in a proliferation of categories 
should be avoided by combining such duties 
in a single person. 

(ii) It should be ensured that existing promo¬ 

tion prospects of staff are not affected due 
to reduction in the number of posts in the 
base cadre. (Para 10) 

711. There is an urgent need to look into the 

working of the Armed Forces, in view of the consider¬ 
able scope for economy, without in any way affecting 
the fighting potential or the efficiency of the Armed 
Forces. (Para 11) 

712. The existing pervasive system of checks and 
cross-checks needs to be replaced by a system where 
the points of control are few but effective. (Para 12) 

713. It should be possible to curb excessive pro¬ 
liferation of staff by curtailing fresh recruitment and 
confining it only to meet the essential needs. Essential 
manpower requirements for the implementation of 
different plan schemes should be met by internal re¬ 
deployment of existing staff rather than by fresh 
recruitment. Government should exercise maximum 
stringency in sanctioning additional posts. (Para 13) 

714. Any saving in the total wage bill can be fruit¬ 
fully utilised for more productive employment else¬ 
where. The solution of the unemployment problem is 
not to absorb labour in the Government sector but 
create conditions under which more labour can be 
employed for productive purposes within or outside 
the Government. A shift in investment towards econo¬ 
mically sound labour-intensive industries is indicated. 

(Para 14) 

715. A Pav Bodv should not be burdened with the 
task of collection and collation of data concerning the 
functions, recruitment qualifications, promotion ave¬ 
nues, pay scales and number of various posts under 


the Government. Such information should be made 
available to it in a processed form from its very incep¬ 
tion. (Para 15) 

716. A permanent machinery for systematic col¬ 
lection of reliable and comprehensive data regarding 
pay scales, fringe benefits, service conditions, etc. of 
employees not only in the Government but also in 
the Public and Private Sectors should be set up. If 
there are difficulties in voluntarily collecting the rele¬ 
vant data, Government may consider the desirability 
of enacting suitable legislation for the purpose. 

(Paras 15 & 16) 

717. Cadre management should receive urgent 

attention. (Para 17) 

718. A cautious beginning should be made with 

the use of job evaluation techniques. (Para 18) 

719. Determination of pay scales of employees not 

specifically covered in the report should be examined 
by a Central Agency. (Para 20) 

720. The creation of a ‘Standing Body on Pay and 
Cadre Management’ has been suggested to advise 
Government on the following matters :— 

(i) Cadre reviews. 

(ii) Regarding of any class of employees based 
on the results of job evaluation studies. 

(iii) Pay revision of any class of employees 
either on its own motion or on a reference 
from the Government. 

(iv) Creation of new scales not provided in the 
pay structure. 

(v) Determination of pay scales of employees 

who might not have been covered in our 
Report. (Para 21) 

Chapter 67 

721. The proposed scales of pay should be made 
applicable from the 1st March, 1973 (Para 1) 

722. The recommendations on pensionary benefits 

should be made applicable to Those Government 
employees who retired on or after 1st March, 1973. 
In respect of these employees the emoluments for 
computing the pensionary benefits should include, in 
addition to pay and dearness pay (wherever appli¬ 
cable), the dearness allowance and interim reliefs 
drawn by them. (Para 5) 

723. Employees drawing pay up to and including 

Rs. 1,800 per mensem in the existing scales should 
have their pay fixed in the proposed scales after 
adding to their existing emoluments an amount repre¬ 
senting 5% of the existing pay (whether substantive, 
officiating or acting) subject to a minimum of Rs. 10 
and a maximum of Rs. 50, and subject to the various 
other conditions stipulated for the fixation of pay in 
the nroposed scales. (Para 6) 

724. Employees drawing pay above Rs. 1,800 per 
mensem in the existing scales should have their pay 
fixed in the pronosed scales under the Fundamental 
Rules 22. 23 and the relevant Audit Instructions. 

(Para 7) 

725. The concordance tables should be regarded as 

being held in abeyance so far as the fixation of pay 
in the proposed scales of the existing employees is 
concerned. (Para 10) 






THIRD PAY COMMISSION 


Annex I 


INTERIM REPORT 


The Government of India, by Ministry of Finance Reso¬ 
lution No. F. 7(25)-E. IU(A)/69 dated 23rd April, 1970, set 
up the Third Pay Commission to enquire into and make re¬ 
commendations, inter alia, on the principles which should 
govern the structure erf emoluments and the conditions of ser¬ 
vice of Central Government employees. The Commission held 
its first meeting on 19th May, 1970. The next day a Press Notice 
was issued inviting unions and associations of all'employees, 
and other organisations, institutions or individuals, who might 
be interested, to send by 24th June, 1970, memoranda outlining 
their views on the matters covered by the terms of reference of 
the Commission. Meanwhile, the terms of reference of the 
Commission were amended by the Government of India.* As 
the changes introduced were of a material character, we thought 
that some more time would be needed by the unions, associations, 
etc., for preparation of the memoranda. Accordingly, a second 
Press Notice was issued on 6th June, 1970, giving an extension 
of time up to 10th July, 1970, for submission of memoranda. 
While granting the extension it was indicated that memoranda 
relating to the need for relief of an interim character might 
he sent in advance of the date specified. Again, pursuant to 
representations received from several unions/associations it 
was decided to further extend the last date for the receipt of 
memoranda as follows :— 

(1) Memoranda on relief of an interim 

character .... 25th July, 1970. 

(2) Memoranda on other matters . 31st August, 1970. 

Up to 25th July, 1970, we had received from various sources 
about 7,000 memoranda. Of these, 555 were specifically on 
the question of interim relief, 433, being received from unions/ 
associations and the rest from individuals. 

2. Paragraph 4 of the terms of reference, as originally con¬ 
tained in the Ministry of Finance Resolution dated 23rd April, 
1970, limited the Commission to consider demands for relief 
of an interim character arising in view of the increase in the cost 
of living only. This limitation was subsequently omitted in 
the Resolution of 4th June, 1970. The relevant term of re¬ 
ference now reads as follows :— 

"4. In case the need for consideration of relief of an 
interim character arises during the course of deliberations of 
the Commission, the Commission may consider the demand 
for relief of an interim character and send reports thereon. 
Jp the event of the Commission recommending any interim 
relief, the date from which this relief should take effect 
will be indicated by the Commission.” 


4. Subsequent to these recommendations, the question of 
dearness allowance for Central Government employees was 
examined by two bodies—Shri S.K. Das as a “One man Inde¬ 
pendent Body” appointed in August, 1964 (hereinafter called 
Das Body) and by the “Dearness Allowance Commission” 
/hereinafter referred to as Gajendragadkar Commission) which 
was appointed in July, 1966. The Das Body evolved eight pay 
ranges and recommended payment of dearness allowance at 
the following rates : 


S. Dearness Neutrali- Effective 

No. Pay range allowance sation neutralisa- 
recommen- recommen- tion at 

ded as from ded minimum 

Oct. 1,1964 of slab. 

(Index—145) (Index—145) 


Rs. 

Rs. 



1. 70— 109 . 

28 

90% 

88 -9% 

2. 110— 149 . 

42 

85% 

84-8% 

3. 150— 209 . 

54 

80% 

80-0% 

4. 210- 399 . 

66 

70% 

69 *8% 

5. 400— 599 . 

70 

40% 

38-9% 

6. 600— 799 

80 

30% 


7. 800— 999 . 

85 

24% 


8. 1000—1200 . 

90 

20% 



3. Before proceeding to examine the demands of the emplo¬ 
yees for grant of interim relief, it may be useful to briefly des¬ 
cribe the position regarding pay and dearness allowance ad¬ 
missible to Central Government employees. The present pay 
structure is based very largely on the recommendations of the 
Second Pay Commission, who had also recommended pant 
of dearness allowance at the rate of Rs. 10 per month up to 
a pay of Rs. 149 per month and Rs. 20 per month between 
Rs. 150 and Rs. 300 per month with marginal adjustments up to 
Rs. 320. These amounts were related to index 115 of the All 
India Working Class Consumer Price Index, Base 1949=100 
(hereinafter referred to as Index) and, in case, during a period 
of 12 months, the Index, on an average, moved 10 points above 
or below 115, the Government were to consider whether any 
adjustment in the rate of dearness allowance should be made. 


*Vide Ministry of Finance Resolution No. F. 7(25)-E. HI 
(A)/69, dated 4th June, 1970. 


The Government accepted the recommendations of the Das 
Body in toto in respect of pay up to Rs. 600 per month but not 
above. However, when the 12-montbly average of the Index 
rose to 155, Government, while sanctioning further increases 
in dearness allowance with effect from 1-3-1965, sanctioned, 
for the first time, dearness allowance to those employees who 
drew pay in the salary range of Rs. 600-1000. A year later, 
Government also sanctioned dearness allowance at an ad hoc 
rate of Rs. 100 p.m. to employees drawing pay between 
Rs. 1,000 to Rs. 2,250. 

5. The Gajendragadkar Commission, after considering 
the question of grant of dearness allowance to Central Govern¬ 
ment employees in future, concluded that dearness allowance 
was intended only to protect employees whose salaries were at, 
or a little above, the subsistence level. They accordingly recom¬ 
mended grant of dearness allowance at the following rates to 
employees drawing pay up to Rs. 575 p.m. : 
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Pay range (basic 
pay without dear¬ 
ness allowance) 

Percentage 
of neutra¬ 
lisation 
for 10 
point rise 
in the 
12-monthly 
average 
of the 
Index 
above 175 

Amount 
of D.A. 
for a 10- 
point 
rise 

D.A. 
being 
paid at 
Index 

175 

Additional dearness allowance to be paid in future when the 
12-monthly average of the Index reaches 

Percent¬ 
age of 
effective 
neutrali¬ 
sation at 
the mini¬ 
mum of 
the slab 
at Index 
185 

' 185 

195 

205 

215 

225 

235 ’ 

Rs. 

(%) 

Rs. 

Rs. 

Rs. 

Rs. 

Rs. 

Rs. 

Rs. 

Rs. 

(%) 

70—109 

90 

6 

47 

6 

12 

18 

24 

30 

36 

89 

110—149 

60 

7 

70 

7 

14 

21 

28 

35 

42 

82 

150—209 

55 

8 

90 

8 

16 

24 

32 

40 

48 

77 

210—399 

45 

9 

110 

9 

18 

27 

36 

45 

54 

67 

400—449 

25 

10 

120 

10 

20 

30 

40 

50 

60 

38 

450—499 

24 

11 

120 

— 

— 

33 

44 

55 

66 

31 

500—575 

24 

12 

120 

-- 

— 



60 

72 

28 


It will be seen that the recommendations of the Das Body and 
the Gajendragadkar Commission have retained the then existing 
pattern of fixing different amounts of dearness allowance for 
employees drawing pay in different pay slabs. The effect of 
this has been that the neutralisation percentage went on decreas¬ 
ing with future increases in pay within a single pay range. For 
example, when the twelve monthly average of the Index is 215, 
the neutralisation percentage comes down from 88 -2 at the mini¬ 
mum of the pay slab of Rs. 70-109 to 56 -6 at the maximum of the 
slab. Similarly, the percentage goes down from 77 -5 to 57 -2 
in the slab of Rs. 110-149. Thus, the existing system has the 
effect of further reducing the percentages of neutralisation below 
the level which may be considered desirable for employees draw¬ 
ing pay within a particular pay range. 

6. Finally, as a measure of relief to employees in classes III 
and IV, Government have issued orders on 1st July, 1970, 
to the effect that such of the employees as had been stagnating 
at the maximum of their scales for a period of two years should 
be granted one increment. 

7. After preliminary examination of the various memoranda 
on interim relief had been completed, we invited representatives 
of the employees’ organisations (detailed in Annexure A) for 
discussion from 26th to 29th August, 1970, on their demands 
for relief of an interim character. 

8. In monetary terms most of the unions of employees in 
the lower pay ranges have demanded interim relief of Rs. 70 
p.m. for those drawing pay upto Rs. 350 p.m. and 20 per cent of 
pay plus dearness allowance to those drawing pay above this 
figure. The range of the demands made has varied from as 
low as Rs. 20 to Rs. 100 p.m. or even higher. The following 
table analyses the position :— 


Minimum amount of interim 
relief demanded 


Number of Unions/ 
Associations 

Below Rs. 20 


, 

Nil 

Rs. 20 to 39 



15 

Rs. 40 to 59 


„ . . 

48 

Rs. 60 to 79 



196 

Rs. 80 to 99 . 


a . . 

34 

Rs. 100 and above 


. 

81 


59 associations have either not indicated the amount of interim 
relief or have asked for the interim relief in the shape of revised 
pay scales, higher rates of house rent allowance and city compen¬ 
satory allowance, or for betterment of Travelling Allowance 
Rules. During the course of oral discussions, the representatives 
of some of the associations of employees in the lower pay ranges 
stated that they did not wish to put any upper limit up to which 
the proposed interim relief should be sanctioned. 

8 ’2. The Confederation of Central Government Employees 
and Workers and the National Federation of P& T. Employees 
both of whom have asked for an interim relief of Rs. 70 p.m. 
for employees drawing emoluments (i.e. basic pay plus D.A.) 
up to Rs. 350 p.m. and 20% of pay plus D.A. to those drawing 
more than Rs. 350 p.m. adopted this figure as representing about 


50% of the. gap* between the existing emoluments (Rs. 141) 
and the inflated value at the Index 215 of the need based mini¬ 
mum wage of Rs. 125 p.m. mentioned in the report of the 
Second Pay Commission. The Second Pay Commission did 
not consider a need based minimum wage which might have 
been of the order of Rs. 125 in 1958 as feasible, financially and 
economically. The All India Railwaymen’s Federation have 
also asked for an interim relief of Rs. 70 p. m. and based then- 
demand, inter alia, on an exercise sponsored by the National 
Commission on Labour and undertaken by the Indian Social 
Institute, New Delhi, to compute a need based minimum wage 
with the help of linear programming techniques. While the Es¬ 
timates in the exercise are based on the data for the calendar 
year 1967, the same have been related by the All India Railway- 
men’s Federation to the financial year 1966-67. Accordingly, 
an error has crept into their calculations as the average Index for 
1967 has been taken to be 191 instead of the correct average 
Index of 209. On this basis, the gap between the existing mini¬ 
mum emoluments and their estimates of need based wage would 
be Rs. 54 and not Rs. 72 -50. 

9. Both in their memoranda as also in the course of discus¬ 
sions, most of the employees’ unions argued that there had been 
an erosion of real wages during the last decade as the compen¬ 
sation given to the Central Government employees for increase in 
prices had neither been adequate nor timely. They have fur¬ 
ther based their demand for interim relief on the recommenda¬ 
tions of the 15th Indian Labour Conference for a need-based 
minimum wage. Comparisons have also been made of the emo¬ 
luments of certain representative categories under the Central 
Government with comparable categories of employees in public 
sector undertakings, nationalised banks and private sector 
organisations. 

10. The point which was urged almost universally was that 
the cost of living had continued to rise since the pay structure 
was prescribed on the basis of the recommendations of the 
Second Pay Commission. For the purpose of determining the 
quantum of dearness allowance, the Second Pay Commission 
and subsequently the Das Body and Gajendragadkar Co mmi t, 
sion appointed to enquire into the question of payment of dear 
ness allowance, had adopted the Working Class Consumer Price 
Index with base 1949=100. The indices of this series for the 
period subsequent to August, 1968, when the I960 series were 
published, are obtained by converting the 1960 series, the conver¬ 
sion factor being 100 of i960 series=121 -54 of the 1949 series. 
This price index has by now reached the level of 225 (June 
1970). The twelve monthly average of the Index for June 1970 
is 218 approximately. 

11. In estimating the demand for need based wage in confor¬ 
mity with the norms recommended by the 15th Indian Labour 
Conference, the employees’ unions have by and large proceeded 
on the basts of the diet schedule recommended by the sub¬ 
committee appointed by the National Nutrition Advisory 


*The gap should be Rs. 127 -75 and not Rs. 147 -25 as 
mentioned in ttie Memoranda, even according to the assumptions 
made by them. 
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Committee in 1965. We have had some discussions with Dr. 
C. Gopalan, Director, Nutrition Research Laboratories, Hydera¬ 
bad, and Dr. K. Bagchi, Adviser, Nutrition and Assistant Dir¬ 
ector-General of Health Services, New Delhi. In the course of 
these discussions, we were informed that subsequent to the 
recommendations of the NNAC an expert group appointed by 
the Indian Council of Medical Research have also made certain 
recommendations in their special report series No. 60 (1968), 
which, according to these experts, were based on the latest find¬ 
ings in this field. Our enquiries from the Ministry of Health have 
revealed that this report is being examined by a sub-committee 
appointed by the Ministry, whose recommendations would 
be available in another six months or so. Quite early in our 
deliberations we had realised that the examination of this parti¬ 
cular demand would require more detailed consideration. We, 
therefore, decided to defer consideration of this demand and to 
incorporate the results in our final report. 

12. Another point which has been urged by the employees’ 
unions is that emoluments, both in the public and private 
sectors, are very much higher than those available to comparable 
categories of Government employees. The Second Pay Com¬ 
mission had examined in detail the principle of fair comparison 
with rates of remuneration for broadly comparable work in 
outside employment and had come to the conclusion* that this 
was one of the important factors to be taken into account in 
determining the remuneration of Central Government emplo¬ 
yees and was useful as an aid and a corrective. When recom¬ 
mending scales for the clerical staff, they had observed that their 
remuneration did not compare unfavourably with what the cor¬ 
responding category of employees outside the Government were 
getting at that time.} The employees’ unions have very force¬ 
fully contended that since then the emoluments of employees in 
those sectors have been considerably improved, and upward 
revision of the emoluments of Central Government employees 
to maintain parity with the other sectors is long overdue. On 
the basis of data made available to us so far, we find that with 
a few exceptions, the minimum emoluments of a peon under the 
Central Government compare unfavourably with the minimum 
emoluments both in the public sector and the private sector. 
At the level of the clerk also, wide gaps have developed between 
what is being paid by the Government and by non-Government 
employers, specially by the Indian Oil Corporation, State Trad¬ 
ing Corporation, Minerals and Metals Trading Corporation, 
the banks and other financial institutions. The employees have 
contended that by and large the work of a clerk or of a peon 
in both the sectors would be comparable. They have further 
argued that when public sector corporations are newly set up and 
Government employees are transferred to them, frequently 
their emoluments improve significantly, owing to the mere fact 
of such transfer. As the losses sustained by the public sector 
undertakings are being made good by contribution from the 
public revenues, the employees have found it difficult to con¬ 
cede that the Government themselves cannot adopt similar 
pay scales on the plea of their lack of capacity to pay. Accor¬ 
ding to them, the improved emoluments are available not only 
to employees of undertakings which are making profits but also 
of those which are suffering losses. Accordingly, they argued 
that while employees in non-Government sectors have been able 
to secure better emoluments as a result of bilateral agreements 
or wage board awards (implementation of which was in many 
cases secured with the support of the Government) the emo¬ 
luments of Government employees have lagged very much 
behind. 

13. We feel that this is also a matter which will have to be 
examined by us in greater detail, as comparisons should take 
note of all the ingredients of the pay packet of an employee 
including monetary value of the benefits available to him. More¬ 
over, it would be necessary, on the basis of further data, 
to examine in depth and establish proper correspondence between 
posts in the Government and in outside employment. 

14. Demands have also been made in some of the memo¬ 
randa for grant of advance increments, improvement in pay 
scales and retirement benefits and for increase in the rates of 
travelling allowance/daily allowance, house rent allowance, 
city compensatory allowance, etc. All these are matters which 

♦Chapter IV—para 29 
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will require detailed consideration and must wait till the stage 
of our making final recommendations. 

15. The large and varying claims for interim relief urged 
by the unions and associations with considerable force impelled 
us to seek guidelines which would permit objective conside¬ 
ration. The question of interim relief, if any, to be recommended 
at this stage was given anxious thought and consideration. The 
First Pay Commission had recognised **that the minimum wage 
was subject to the limitations imposed by the general economy 
of the country. They had also held that it could not be fixed 
in disregard of the total production capacity of the country or 
without reference to the national income. The Second Pay Com¬ 
mission had also referred to the national income statistics.® 
They held that the minimum wage could not be of the order of 
Rs. 125 per month when on the basis of the national income the 
average per family worked out only to Rs. 97 per mensem. 
As pointed out by them, the entire national income is not avai¬ 
lable for current distribution as a good percentage of it must 
go towards building up capital assets. We are of the tentative 
view that the minimum remuneration of Government servants 
cannot be treated in isolation and changes in per capita national 
income appear relevant for considering this matter. Accord¬ 
ing to the information made available to us the position is as 
follows :— 


Year 

National pro¬ 
duct® at current 
prices (Per 
capita) per 
year 

Rs. 

Minimum re¬ 
muneration 

Per month of 
Central 
Government 
Employees 
(highest for the 
year) 

Rs. 

1960-61 

306 -4 

80 -00 

1961-62 

316-4 

8 5-00 

1962-63 . 

326 -4 

85-00 

1963-64 . 

366 -4 

90-50 

1964-65 . 

419-8 

103 -00 

1965-66 . 

421 -2 

111 -00 

1966-67(P) 

470 -8 

123 -00 

1967-68(P) 

551 -4 

135-00 

1968-69(P) 

542 -3 

141 -00 

(P) : Provisional. @ i.e. National Income. 


In 1968-69, contrary to the normal trend, there has been a 
drop in the per capita national income at current prices, and the 
figure is provisional. Even so, it is found that while there has 
been an increase' of 77 % in the per capita national income since 
1960-61 there has been a 76% increase in the minimum remune¬ 
ration of the Central Government employees. For the pre- ‘ 
ceding year, viz., 1967-68, the increase in the per capita natio¬ 
nal income was 80% , whereas the increase in the minimum 
remuneration of Central Government employees was 69% 
over the base year 1960-61. Since the minimum remuneration 
of the Central Government employees has remained unchanged 
since September 1968, while per capita national income can 
be expected to have grown above the levels of 1967-68 and 1968- 
69, it appears that the minimum remuneration of the Central 
Government employees has not kept pace with the increase in 
per capita national income. It may, however, be noted in 
this connection that the total employment of Class IV employees 
under the Central Government has increased by about 31% 
during the period 1960-68. 

16. Another reference point which we thought would be help¬ 
ful in indicating whether interim relief was justified or not, was 
a comparison of the earnings in real terms of the Government 
employees on the one hand with those of the industrial workers 
and mining workers in the organised sector on the other. This 
comparison has been made at Annexure B, which indicates that 
while the Index of real earnings of factory workers has dimini¬ 
shed from 103 in 1962 to 95 in 1968, the diminution in respect 
of Gvernment employees has been more marked. Thus, 
Government employees earning up to Rs. 400 per month have 
experienced a fall in their real earnings from an index number 
of 103 in 1962 to 88 in 1968. For Railway employees whose 
emoluments include running and over-time allowances, the fall' 

**Para 48—page 30 
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has been somewhat less. Thus, in 1968, the index numbers of 
real earnings for Classes III and IV stand at 93 and 92 respecti¬ 
vely, as compared with 103 during 1962. A reasonable con¬ 
clusion would, therefore, be that the real earnings of Central 
Government employees have lagged behind those of industrial 
employees generally. 

17. We thought that another useful bench-mark which 
could be relied upon to give some indication of a reasonable 
minimum remuneration for Central Government employees 
would be the findings of the First Pay Commission. It will 
be recalled that the majority of the members of that Commission 
had agreed that Rs. 55 per mensem (made up of basic salary 
plus dearness allowance) would be a fair minimum wage at 
a cost of living index of 285* (base 1939=100). The Com¬ 
mission made it clear that the minimum wage they had in mind 
did not take house rent into account.** If this minimum wage 
is adjusted to the twelve-monthly moving average of the Index 
(218 points), it would come to Rs. 149-8 per month. At 
Index 225, which is the June 1970 figure, it would come to 
Rs. 154 -58. Between the existing minimum emoluments of a 
Class IV Government employee and the adjusted minimum 
wage fixed by the First Pay Commission, there would thus 
be gaps of Rs 8-8 and Rs. 13-58 for these two index 
numbers, respectively. 

18. Yet another bench-mark which could be considered 
is the minimum remuneration fixed by the Second Pay Commis¬ 
sion for employees of this category adjusted to the Index level 
of 218. The Second Pay Commission fixed the total emolu¬ 
ments at Rs. 70 Pay, plus Rs. 10 dearness allowance at 
an Index of 115 and the adjusted amount for 218 points would 
be Rs. 151 -7 per month. This would result in a gap of Rs. 
10 -7 at the existing level of remuneration. If, however, we 
adopt the Index prevailing in June 1970 (225 points), then the 
gap between the existing minimum remuneration and the ad¬ 
justed amount would be Rs. 15-52. We would also invite 
attention to the point that while arriving at the figure of Rs. 
80 per month at Delhi prices, the Second Pay Commission 
did not take into account special allowances such as city com¬ 
pensatory allowance or house rent allowance.-}- We believe that 
for a proper comparison this fact should be taken into consi¬ 
deration. 

19. The adjustment of the minimum remuneration recom¬ 
mended by the Second Pay Commission on the basis of the 
current consumer price index figures will only be as correct as 
the index figures themselves are, and may be questioned on the 
ground that the weights attached to various items of expendi¬ 
ture in the working class index do not conform to prevail¬ 
ing consumption patterns. It was pointed out to us that the 
current system of weights is based primarily upon the 1958-59 
family budget enquiries, that is on data which is 12 years old. 
As a cross check, therefore, we took note of the actual diet 
specified by the Second Pay Commission and distributed com¬ 
posite items such as cereals and pulses, into the individual 
constituents on the patterns indicated by the National Nut¬ 
rition Advisory Committee for the Northern Zone. To the 
expenditure on food at Delhi prices (June 1970) for three adult 
consumption units, we added the cost of clothing, and the house 
rent that a Government employee of this category would pay 
while staying in Government accommodation. We also 
added the item of miscellaneous expenditure. Both clothing 
and miscellaneous expenditure were computed according to the 
norms adopted by the 15th Indian Labour Conference. Taking 
the minimum monthly emoluments of a Central Government 
employee to be Rs. 141, the gap between income and expendi¬ 
ture as determined above was found to be of the order of 
Rs. 15 p. m. As already mentioned, considerable work has been, 
done by Nutrition Experts, both at home and abroad, since the 
Second Pay Commission reported, while the diet suggested 
by the Second Pay Commission is open to question and even the 
recommendations made subsequently by the National Nut- 


*Para 51 of the First Pay Commission’s Report mentions a 
cost of living index of 260. This figure was, however replaced 
by a figure of 285 by mutual agreement between the 
Commission and the then Finance Department (fide Appendix 
‘C’ of their Report). 

♦•Paragraphs 76 and 49. 

fChapter VII, Para 15, Page 68 of the Second Pay Commis¬ 
sion’s Report. 


rition Advisory Committee are in a state of flux because of the 
recommendations made by the Indian Council of Medical 
Research in 1968, we nevertheless decided to consider the Second 
Pay Commission’s diet because it constituted the basis for their 
fixation of the minimum remuneration. We have not 
examined fully the question of the need based minimum wage 
and of the physiological needs of Central Government employees 
at the lowest pay ranges at this stage. For the purposes of an 
interim report, however, it appeared relevant to us that we 
should consider how current prices have affected the base adop¬ 
ted by the Second Pay Commission. We thought that it would 
be reasonable to ensure that the lowest paid Central Govern¬ 
ment employees should not have to suffer a reduction in real 
terms which would take them below the minimum level consi¬ 
dered appropriate by the Second Pay Commission 11 years 
ago. 

20. Having regard to the comparisons made in the pre¬ 
ceding paragraphs and to the various bench-marks mentioned 
therein, we have come to the conclusion that the grant of an 
interim relief to Government employees at the minimum pay 
ranges is amply justified. 

21. The next point falling for consideration is the limit of 
pay upto which interim relief should be panted. Our concept 
of interim relief is that it should be limited to the intervening 
period while we are considering the general pay structure i.e. 
it should be a purely short term measure. It is meant primarily 
to give relief to those categories of employees who need relief 
urgently and who would otherwise have to suffer an undue hard¬ 
ship. While the First Pay Commission had contemplated 
dearness allowance even upto the pay level of Rs. 1,000, the 
Second Pay Commission recommended a dearness allowance 
upto the level of Rs. 300 p.m. At that stage, of course, the 
Index was only 115 but the Commission did consider the ques¬ 
tion of future adjustments in the event of a rise in prices. The 
relevant portion of the recommendation was as follows:— 

“For future adjustment, however, we consider the 
staff above that level (Rs. 300) as falling in three groups, 
namely (i) those in the pay ranges Rs. 300 and 
above, but below Rs. 400, (ii) those in pay ranges Rs. 400 
and above, but below Rs. 1,000 ; and (iii) those whose 
salaries are Rs. 1,000 and above. We consider that those in 
(i) should, in future adjustments of the dearness allowance 
to meet rise in prices, be grouped with those in the pay range 
below Rs. 300 ; for the present, we recommend only marginal 
adjustments for those on a pay of Rs. 300 and above. As 
regards group (iii), we do not envisage a situation in the 
foreseeable future in which it should be necessary to 
allow to that group a compensation for rise in prices. Con¬ 
cerning group (ii), we do not wish to prejudge their claims 
for dearness allowance, should the Index continue to rise: 
and we suggest that their case may be considered in the light 
of the various relevant circumstances at the time : the state 
of the economy: the extent and duration of the price rise 
as measured by the middle-class cost of living index which, 
we understand, is likely to come into existence in a year or 
two ; the trend of remuneration for comparable classes of 
employees outside Government: the availability of candidates 
of the requisite standard, etc.” 

(Chapter IX—para 9) 

21 -2 The Das Body contemplated dearness allowance even 
upto the pay range of Rs. 1,000 —Rs. 1,200 p. m., but this 
recommendation was not accepted, as the Government took 
the view that this part of the recommendations went beyond 
the terms of reference. The Gajendragadkar Commission 
merely adopted£ the limit of Rs. 300 as fixed by the Second Pay 
Commission, adjusted it to the increased Index and concluded 
that at the then current price level additional dearness allowance 
should cease to be admissible at a basic pay of Rs. 450 p. m. 
They were presumably actuated by the consideration that dear¬ 
ness allowance should be admissible to those employees whose 
salaries are at the subsistence level or a little above it. The 
Gajendragadkar Commission did, however, concede® that 
the limit of vulnerability may have to be re-determined for future 
price levels which may be substantially higher than the current 
ones. 

21 -3 It is significant that the Second Pay Commission consi¬ 
dered dearness allowance to be a device to protect real incomes 
and wages of some of the employees from the effects of a rise 

£Cbapter IV—Paragraph 4 -16 
@Chapter IV—Paragraph 4 -14 



in the prices to a greater or less extent. Also, their classification 
into three goups to which we have drawn attention was made 
at a time when the Index was only 115 and we cannot state 
with any assurance that the Second Pay Commission contemp¬ 
lated a rise of the Index to almost twice the then prevailing 
figure, when they stated that they did not envisage a situation in 
the foreseeable future in which it would be necessary to aHow 
compensation for rise in prices to those whose salaries were 
Rs. 1,000 p. m. and above. As for those in the salary group 
of Rs. 400—1000, they kept the matter open. 

21 -4 It seems clear that Government employees in the lower 
pay ranges have been allowed rates of dearness allowance from 
time to time which resulted in reasonably high percentages of 
neutralisation of the increase in the cost of living. On the other 
hand, some of the Heads of Departments and officers of the 
rank of Joint Secretary and above have been given substantial 
increases in their basic rates of pay since the Second Pay Com¬ 
mission reported. Till the Gajendragadkar Commission re¬ 
ported, it was customary for persons in the pay group of 
Rs. 600—1000 to be allowed the same amount of dearness al¬ 
lowance as was admissible to those in the immediately preced¬ 
ing pay group under the Das Body formula. It was only after 
the Gajendragadkar Commission repeated that this Jink 
was severed and subsequent increases allowed to lows' pay 
groups were not extended to the range of Rs. 600—1000 with the 
result that Government employees drawing a pay of Rs. 499 
per month now receive a dearness allowance of Rs. 164 per 
month while higher paid employees upto Rs. 1,000 per month 
receive Rs. 120 per month. 

21 -5 It is pertinent to refer in this connection to certain 
recommendations of the Gajendragadkar Commission. In 
Chapter VII paragraph 7 -16 of their report hey stated as fol¬ 
lows:— 

“We have already emphasised the fact that though we 
have held that employees drawing salaries above the limit 
of vulnerability are not entitled to dearness allowance 
in regard to the future rise in prices, the question above 
the adequacy of their salaries will need careful examination. 
The recommendation we make in this connection is that the 
revision of the salaries of these categories of employees 
should be undertaken at the end of two years or when the 
twelve-month average of the Index reaches 245, whichever 
is earlier. At that stage, the Government should sanction 
some suitable interim allowance to all the employees whose 
salaries would be revised by the appointment of a pay com¬ 
mission or otherwise. We ought to add that it is because 
we have decided to make this specific recommendation that 
we have not considered the question whether, in the case 
of employees drawing salaries above the upper limit of vul¬ 
nerability, we should recommend any relief otherwise than 
by the way of dearness allowance, for the rise in prices in 
future, and, if yes, at what stage and in what man¬ 
ner.” / 

It will be noticed that they expressly suggested that Govern¬ 
ment should sanction suitable interim allowance to all emplo¬ 
yees at the end of 2 years or when the twelve-monthly average 
of the Index reached 245, whichever was earlier. Also, in the 
table summarising their recommendations* they have mentioned 
that at the stage when the twelve-monthly average of the Index 
reached 225, employees in the pay range of Rs. 500-575 should 
be given an additional dearness allowance of Rs. 60 p.m. over 
and above Rs. 120 p,m. which they were already receiving. The 
period of two years has elapsed though tlfe twelve-monthly 
average is yet below 225. 

21 -6 It has been strongly urged before us that while officers 
in the middle salary group perform vital functions and carry 
a heavy load of responsibility, they are denied the benefits that 
Government have given since the Second Pay Commission 
reported, both to their lower paid employees and also to the top 
echelons. Above the pay of Rs. 500 p.m., dearness allowance is 
reduced under the existing orders from Rs. 164 to Rs. 120 p.m. 
Because of marginal adjustments, the pay plus dearness allow¬ 
ance for these employees remains stationary till the difference of 
Rs. 44 is adjusted and any increments earned are offset, wholly 
or in part by reduction in dearness allowance in this pay range. 
Overtime allowance is not admissible to employees drawing basic 
pay of Rs. 500 per month or above. Reimbursement of tuition 
fees is not admissible to employees drawing basic pay above 
Rs. 600 p.m. There are also certain restrictions regarding dra- 


*Extraded in Para 5 of this report 


wal of house rent allowance in C class cities, city compensa¬ 
tory allowance in B-2 class cities and hill compensatory allowance 
for employees in the pay range Rs. 500—750 and above. The 
curtailment or restriction of these benefits has been pointedly 
brought to our notice by the concerned unions and associations. 
We appreciate this point of view and feel that Government 
employees in the middle salary groups have their problems and 
the cushion that the Gajendragadkar Commission mentioned 
has become somewhat unreal in the face of the continued 
increase in prices. Even though these employees may be above 
the bare subsistence level, they have certain norms and social 
obligations to fulfil, and in their case also some relief is called 
for. We can do not better than refer to a quotation cited by 
the International Labour Office, which seems apposite:— 

“Conceptually the notion of minimum social needs 

seems to be related to that of human dignity. 

a family should not be obliged bv poverty to live in a manner 

that sets it apart from other families in the social group 

to which it belongs and that makes it unable to live accord¬ 
ing to the established customs of the community”. 

21 -7 Having regard to the points discussed above, we 
have come to the conclusion that the upper pay limit for grant 
of interim relief should be fixed at a pay of Rs. 1250 p.m. The 
various standard Class I time scales fen- technical, scientific and 
non-technical services go upto this figure. The posts above 
this limit are generally either selection grade posts or are treated 
as super-time scale posts. It, therefore, appears that Rs. 1250/- 
represents a fairly well-defined watershed between time scale and. 
super-time scale posts. We have decided to leave out those 
drawing pay above Rs. 1250 p.m. (except for marginal adjust¬ 
ments) for the time being as interim relief is a short term measure, 
and we do not think we would be justified in holding that price 
increases have had so great an impact on them that immediate 
rectification is called for. 

22. The interim relief to be recommended to employees 
in the various pay ranges remains now to be considered. 
Our deliberations have led us to the conclusion that the exist¬ 
ing slab of Rs. 70-109 adopted by both the Das Body and the 
Gajendragadkar Commission includes too many categories 
of lower grade employees with the result that if a uniform 
amount is recommended for the entire group then the upper 
grades within this slab may not be treated as equitably as they 
deserve to be. Thus, the effective neutralisation at present 
varies from 88 -2 % at the minimum of the slab to 56 -6 % only 
at the maximum (viz. Rs. 109 p.m.). Within this slab would 
fall several categories. Those on the pay scale of Rs. 70-1-85 
would be mostly unskilled categories such as peons, chowkidars 
etc. Certain other categories included in this group are those 
on the scales of pay of Rs. 75-1-85-2-95 and Rs. 75-1-85-2-95- 
3-110. These latter scales include semi-skilled categories, super¬ 
visory categories, and even certain basic tradesmen. This pay 
range would also include persons on scales such as Rs. 80-1-85- 
2-95-3-110 where a fair degree of skill or of responsibility is 
expected. Representative categories would be X-ray Atten- 
dents, Pointsmen, Cabinmen, Gestetner Operators etc. We 
feel that a pay of Rs. 85 constitutes another fairly well-defined 
watershed. Persons in civil employ drawing a basic salary below 
this amount are either performing unskilled or fairly routine 
types of work. It may also be that they are basic tradesmen 
who have yet to acquire full proficiency and are still under¬ 
going training. On the other hand, persons on the lower rungs 
of the somewhat higher class IV scales are comparatively junior 
and their family burdens are yet to increase to the full extent. 

23. Having regard to the above and the considerations 
indicated in paras. 17 to 19 ante we recommend an interim re¬ 
lief of Rs. 15 p.m. for employees drawing pay below Rs. 85 
p.m. A relief of this order would allow for a neutralisation of 
104 par cent at the 12 monthly average Index of 218 for a pay of 
Rs. 70 p.m. We have deliberately allowed for a small element 
of over-neutralisation. Firstly, we would attach weight to the 
current money value of the basic quantities adopted by the 
Second Pay Commission by way of diet, clothing etc. ; we feel 
that there should be no erosion in these norms because of rising 
prices. Secondly, we have satisfied ourselves that an interim 
relief, of this order is amply justified, inter alia having regard 
broadly to the prevalent level of wages for unskilled labour, 
messengers etc. in organised trade and industry but without 
making a meticulous comparison and taking account of all 
benefits admissible. 

23 *2 As regards employees drawing pay of Rs. 85 and above, 
we feel that their needs are somewhat more than those of the 
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employees drawing pay below Rs. 85 . They appear to deserve 
a higher interim relief because (a) persons on the lowest civil 
scale of Rs. 70-85 will reach the stage only after 15 years of 
service when their family responsibilities can be expected to be 
greater, and (b) the contribution that they make towards the 
efficient functioning of the organisations to which they are 
attached, and their performance as artisans and skilled workers 
call for greater recognition. For both these reasons we think 
that the interim relief in their case should be of the order of 
Rs. 25 p.m. and we recommend accordingly. 

24. As regards the interim relief to be recommended to 
employees in other pay ranges, we have had a statement pre¬ 
pared (Annexure C) showing the monthly emoluments at the 
minimum of the appropriate scales of pay for some repesentative 
categories of employees for several years and indices of money 
and real earnings. It will be seen that compared to 1949, 
during 1969 only the peon was better off in real terms. In the 
case of a peon, the real earnings at the minimum of the scale 
have improved over the period 1949-69 by 2%. The Lower 
Division Clerk, who was comparatively better off till 1957 
as compared with 1949, is currently worse off than he was then 
by about 2 %, All the other categories have suffered a fall in their 
real earnings, this fall progressively increasing with increase in 
the basic emoluments. The fall at the minimum of the scale 
in the case of an Assistant, Class I Officer (Junior scale) and 
Class I Officer (senior scale) has been 22%, 32 %* and 44 %* 
respectively, 

24 -2 Our recommendations in regard to the grant of interim 
relief to employees in the pay range of Rs. 110 and above have 
been outlined in the statement at Annexure D. We have re¬ 
commended an interim relief of Rs. 25 p.m. also for employees 
in the pay range of Rs. 110-209 so that this amount would be 
admissible to the entire range of Rs. 85-209. In making this 
recommendation we have taken note of the increased rate of 
D.A. now admissible to employees in the pay ranges of Rs. 110 
-149 and Rs. 150-209. Above this level. We have tried to 
achieve a smooth and progressive reduction in the percentage 
of neutralisation with increasing basic pay. We accordingly 
recommend an interim relief of Rs. 30 p.m. for the pay range of 
Rs. 210-499. For the pay range of Rs. 500-1250 we have re¬ 
commended an interim relief of Rs. 45 p.m. Our justification 
for doing so is the higher quantum of dearness allowance admis¬ 
sible in the pay range of Rs. 450-499 (Rs. 164), as compared with 
the dearness allowance of Rs. 120 p.m. drawn by the employees 
in the pay range Rs. 543-999 p.m. and Rs. 100 for those getting 
a pay above Rs. 1019 p.m. The reduction in the dearness allow¬ 
ance suffered by those in the pay range above Rs. 500 p.m. 
has been moderated by the proposed higher rate of interim 
relief. 

25. For salaries around Rs. 70 p.m. as already explained, 
we have allowed more than cent per cent neutralisation because 
we have not confined ourselves solely to the increase in the cost 
of living and have taken account of various other factors. 
Due to similar reasons we have recommended a higher neut¬ 
ralisation percentage for employees in higher salary ranges 
than those recommended by either the Das Body or the Gajendra- 
gadkar Commission. The table below shows the comparative 
position taking into account the existing dearness allowance 
and the interim relief recommended by us:— 


Pay Slab : Effective neutralisation at the minimum of 

e ach slab for the Index average 215. 

(in Percentages) 


Rs. 


Das Body@ 

Gajendra¬ 

gadkar 

Commission 

Our recom¬ 
mendation 

Below 85f 


89 -4f 

88 -2f 

106 -8f 

85—109 . 


73 -6 

72-6 

98-2 

110—149 . 


84-6 

77 -5 

97 -2 

150—209 . 


80-0 

70-7 

85-2 

210—399 . 


70-0 

60-5 

72-9 

400—449 . 


40-0 

34 -8 

41 -3 

450—499 . 


35-2 

31 -7 

37-5 


♦These calculations do not take into account the effect 
of direct taxes. 

@This would have been the position if Das Body’s recom¬ 
mendations had been implemented upto Index average of 
215. 

fCalculated at Rs. 70 p. m. 


25 -2 As indicated earlier, the recommendations of the Das 
Body for the grant of dearness allowance were accepted by the 
Government in respect of employees drawing pay upto Rs. 600 
p.m. only. The Gajendragadkar Commission had also not 
recommended any additional dearness allowance for employees 
drawing a pay of Rs. 500 p.m. and above (except for marginal 
adjustments) at Index average 215. Our recommendatons for 
interim relief, which cover employees drawing pay upto Rs. 
1250 p.m. provide for neutralisation inclusive of the existing 
dearness allowance of 36%, 14% and 10% at pay levels 
of Rs. 500, Rs. 1,000 and Rs. 1,250 p.m. respectively at Index 
average 215. 

26. In view of what has been stated earlier**, we think that 
it would be inappropriate to treat the interim relief we have re¬ 
commended as though it were a dearness allowance, as the two 
concepts differ, the latter being determined almost solely by the 
cost of living. Another alternative deserving consideration 
would be to treat the interim relief as though it were pay, or 
dearness pay. Certain consequences would follow from doing 
so e.g. it would have to be taken into account for computing 
pensionary benefits and compensatory allowances, and for 
determining limits of admissibility of some benefits. The Govern¬ 
ment have already passed orders in August, 1970, allowing 
certain concessions to persons retiring on or after 1st 
December, 1968 but before 1st December 1969, and again 
to persons retiring after 1st December 1969 but before 
1st December, 1971. The effect of these orders is to increase 
“average emoluments” for pensionary purposes by either one 
half of the dearness pay or by the entire dearness pay. In 
view of these orders, we feel that no further pensionary conces¬ 
sions were called for at this stage, in respect of persons 
retiring before we submit our final recommendations. Accord¬ 
ingly, no particular hardship would be caused if the interim 
relief we recommend did not count for pensionary benefits. 
We therefore suggest that it would be inappropriate to treat the 
interim relief either as dearness allowance or as pay. To avoid 
complications and administrative difficulties, we accordingly 
suggest for the Government’s consideration that the interim re¬ 
lief recommended by us should be treated sui generis and 
should not be taken into account for determining any other 
allowances or benefits which may be admissible to Govern¬ 
ment employees on the basis of their pay. Correspondingly, 
it should not be taken into account for determining the house 
rent payable by Government employees. While we have no 
desire to go into further details and would be content to leave 
the matter for the determination of the Government at the stage 
of issuing orders, we are of the view that the interim relief should 
be made admissible during leave, joining time or during periods 
of suspension in the same manner as the dearness allowance 
is at present admissible during such periods. 

27. Our terms of reference further require us to indicate 
the date from which the interim relief should take effect. Most 
of the unions have been urging us to link this date with the 
recommendations of the Gajendragadkar Commission and have 
suggested the 1st February, 1969, when according to 
them, the period of two years mentioned by that Commission 
elapsed. We are of the view that making the interim relief 
retroactive from so distant a date as suggested by the unions 
would not be reasonable. We find that there was a period of 
comparative price stability during 1968 and 1969 after the 
last revision in the rates of dearness allowance from the 1st 
September, 1968, during which the real earnings of the employees, 
by and large, remained intact. Further, we feel that acceptance 
of such a demand would impose an unduly heavy burden on 
the current year’s budget. The present Pay Commission itself 
was brought into being only in April ; 1970. We feel that it would 
be equitable to allow the interim relief with retrospective effect 
from the 1st March 1970 (i.e. salary for March 1970 payable in 
April 1970) which, more or less, coincides with the commence¬ 
ment of the recent spurt in prices. Such an arrangement 
would also be convenient from the budgetary point of 
view. 

28. Our recommendations regarding interim relief are con¬ 
fined to the regular employees and to those work charged emplo¬ 
yees who are normally entitled to dearness allowance. We do not 
envisage the grant of interim relief to casual staff, to staff paid 
from contingencies, or to Extra-Departmental agents of the P. & 
T. Department for whom a separate Committee is proposed to be 
set up. Contract employees are to be remunerated in accordance 
with the terms of the contracts executed in respect of each emp- 


**Paras 23, 23 -2, 25 and 25 -2 supra 
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loyee, and each case will therefore have to be considered on 
merits by the Government. 

29. We need hardly emphasise that it would be an exer¬ 
cise in futility to keep on increasing the emoluments of Central 
Government employees, if these increases are largely wiped 
out soon afterwards by increases in prices of goods and ser¬ 
vices. There is, therefore, paramount need to maintain price 
stability and we are confident that the Government will take 
all necessary fiscal, monetary and other measures, including 
control over production and distribution, to maintain the price 
line. We are accordingly not suggesting any automatic changes 
with the price level in the quantum of interim relief we are 
recommending for the duration of our work. If, however, the 
price situation remains intractable despite all the measures 
the Government may take, a review may be called for when the 
12-monthly average of the Index reaches 228. We have not 
considered it advisable at this stage to depart from the existing 
practice of making adjustments in the dearness allowance 
only when the 12-monthly average of the index rises by 10 
points. 


30. Our recommendations 
relief may be summed up as 

in regard to grant of interim 
follows:— 

(a) Quantum of Interim Relief 


Pay Range 

(Reckonable pay for Dearness 
Allowance) 

(Rs.) 


Amount of Interim 
Relief Per month 
(Rs.) 

Below 85 . 


15 

85—209 .... 


25 

210—499 .... 

. 

30 


500—1250 (With suitable marginal adjustments) 45 


(b) Date of effect : 1st March, 1970. 

(c) Nature of Interim Relief: It should be treated sui generis. 


30*2. The interim relief, as recommended above, should 
be allowed to all regular Central Government employees (in¬ 
cluding employees of Union Territories) and the personnel 
belonging to the All India Services. The personnel belonging 
to the Armed Forces should also be given the same amount 
of interim relief and in their case the reckonable pay for grant 
of interim relief may be determined in the same manner as the 
reckonable pay for grant of dearness allowance. 

30 '3. On the basis of our recommendations the overall 
financial implications for a full year inclusive of additional 
expenditure on Armed Forces personnel and employees in the 
Union Territories are estimated at Rs. 102 -90 crores (vide 
Annexure D). 


figures if industrial activity maintains the present tempo 
and no unforeseen developments take place. It is also 
not unlikely that some shortfall in Plan expenditure may occur. 
During 1969-70, against a Plan outlay of Rs. 1058 crores, the 
revised estimates were Rs. 998 crores, while the preliminary 
actuals may be still lower. There was, therefore, a shortfall 
in Plan expenditure of the order of Rs. 60 crores. This factor 
may partially explain the reduction in deficit financing during 
1969-70 from the original figure of Rs. 290 crores to the present 
estimated figure of Rs. 58 crores. During the current year 
Plan outlay is put at Rs. 1195 crores, thus indicating a sharp 
increase of the order of Rs. 200 crores over the previous year’s 
figure. We understand that some shortfalls in specified 
developmental schemes are envisaged. This reduction in ex¬ 
penditure is, however, likely to be largely offset by additional 
expenditure in excess of the budget estimates on certain other 
Plan projects. We do not know how far it will be possible to 
keep such additional expenditure in check, and also to prune 
other items of expenditure, particularly in the non-Plan sector. 
The resources position in respect of Railways does not seem to 
be encouraging, largely because, as we understand, the goods 
traffic has fallen off. Taken overall, however, and having re- 
gard to the past Plan performance, it would not be unrealistic 
to assume that there is some margin. Considering both the 
buoyancy in tax revenues, and the likely shortfall in Plan ex¬ 
penditure we feel that the Government may be able to eke out 
resources to meet the additional expenditure entailed by our 
recommendations. 

32. We have not examined in depth the question of the need 
based minimum wage, and the reports of various expert bodies 
in this connection. We have not also considered, as fully as 
we would have liked to, the repercussions of our recommen¬ 
dations on the finances of the State Governments, public 
sector undertakings, local bodies etc. We find, however, 
from the very preliminary information collected by us that there 
are about six State Governments where the maximum emolu¬ 
ments of peons exceed those given by the Central Government 
to their peons at the maximum of the scale. We further find 
that some seven State Governments pay more to their Lower 
Division Clerks at the maximum of the scale, than what the 
Central Government pays its Lower Division Clerks also at 
the maximum of the scale. In at least one case, the mini¬ 
mum emoluments paid by the State Government to a Lower 
Division Clerk exceed those paid by the Government of 
India to a Lower Division Clerk at the minimum of the scale. 
By and large, we have found that the public sector undertakings, 
with some exceptions, are paying higher emoluments to their 
employees than are paid by the Central Government to corres¬ 
ponding categories of their employees. We would like to state, 
however, that our recommendations for interim relief have 
been made more in the nature of ad hoc concessions after 
taking a broad overall view rather than after a detailed and 
meticulous study of all aspects. We would like to make it 
clear, therefore, that these recommendations should not be 
construed as an endorsement or otherwise of the findings of 
previous commissions or bodies, and also to emphasise that 
we would feel free in our final report to make whatever recom¬ 
mendations we consider appropriate regarding pay structure and 
conditions of service after due consideration of the various 
aspects of the matter. 


31. Our terms of reference also require us in making our 
recommendations to have regard to the resources of the Central 
Government and the demands thereon on account of develop¬ 
mental planning etc. We have accordingly been collecting 
information on the financial position and on Plan expenditure. 
It appears that for the current financial year the overall deficit 
of Rs. 225 crores estimated at the budget stage will be increased 
by an additional Rs. 36 crores on account of supplementary 
grants taken during August, 1970. This latter figure represents 
the net cash outgo after making necessary accounting adjust¬ 
ments. For the Fourth Plan period, deficit financing is estima¬ 
ted at Rs. 850 crores i.e. an average of Rs. 170 crores per year. 
According to the budgetary figures, this average is likely to be 
exceeded during the current year even as it is, without taking 
into account the effect of our recommendations on the emolu¬ 
ments of Central Government employees. In mitigation of 
the above picture, it was found that both direct taxes and the 
Central excise duties have shown a somewhat encouraging trend 
in the preliminary actuals for 1969-70. It may, therefore, happen 
that tax revenues during 1970-71 will improve upon the budgetary 


33. Finally, we would like to acknowledge the valuable 
assistance rendered to us by the Secretariat of the Commission 
and by the many persons who helped us in formulating our' 
recommendations. We would also like to thank the represen¬ 
tatives of the unions and associations who appeared before us 
and the large number of persons who have responded to our 
Public notice by sending us their memoranda. 

Sd/- 

Raghubar Dayal 
Chairman 


Sd /- 

Nihar Ranjan Ray 
Member 


Sd /- 

A. K. Das Gupta 
Member 


Sd /- 

V. R. Pillai 
Member 


Sd /- 

H. N. Ray 
Member-Secretary 


New Delhi : dated the 16th September, 1970. 
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Annexure A 
(Vide para 7) 

List of Employees Unions!Associations who were 
invited for discussions 


1. Confederation of Central Government Employees and 
Workers. 

2. All India Defence Employees’ Federation and the 
Indian National Defence Workers’ Federation. Delhi 
Cantt. 

3. Indian National Defence Workers’ Federation, Kanpur. 

4. National Federation of P. & T. Employees. 

5. Federation of National P. & T. Organisations. 

6. Armed Forces Headquarters Superintendents’ Association. 

7. All India Railwaymen’s Federation. 


8. National Federatioh of Indian Railwayman. 

9. Telegraph Communication Engineers’ Association. 

10. Central Secretariat Service (Grade I) Association. 

11. Indian Railway Accounts Service Association. 

12. All India Federation of Income Tax Gazetted Services 
Associations. 

13. Federation of the Central Secretariat and Allied Offices’ 
Employees. 


Annexure B 
(Vide para 16) 

Indices of money earnings and real earnings of factory workers, Mine workers. Railways and Government 

Employees (Base 1961 =100) 

YEAR MONEY EARNINGS REAL EARNINGS 


.... , —- _—_— ---____ _ ( 

India* Factory Mining* Govern- Railway Employees Factory* Mining* Govern- Railway Employees 
CPI No. Workers workers m e nt** Class@ workers workers ment** Class@ 

I960 earning employees c -*—-—-——« earning employees ,- a_ 



100 

less than 

Rs. 400 
p.m. 


earning 
upto Rs. 
400 p.m. 

IV 

in 

i&n 

less than 

Rs. 400 
p.m. 


earning 

upto 

Rs. 400 
p.m. 

IV 

in 

i&n 

1 

2 

3 

4 

5 

6 

7 

8 

9 

10 

11 

12 

13 

14 

1962 

103 

106 

104 

106 

106 

106 

103 

103 

101 

103 

103 

103 

100 

1963 

106 

109 

111 

107 

109 

109 

102 

103 

105 

101 

103 

103 

96 

1964 

121 

114 

112 

113 

117 

118 

107 

94 

93 

93 

97 

98 

88 

1965 

132 

128 

127 

124 

127 

130 

113 

97 

96 

94 

96 

98 

86 

1966 

146 

139 

138 

132 

137 

142 

116 

95 

95 

90 

94 

97 

79 

1967 

166 

151(P) 

179 

141 

147 

150 

111 

91(P) 

108 

85 

89 

90 

67 

1968 

171 

162(P) 

189 

150 

158 

159 

114 

95(P) 

111 

88 

92 

93 

67 


(P) Provisional. 

♦Indian Labour Statistics, 1970. 


**Mid-point of pay range plus D.A. as on 31st March. 

©Figures are based on the Statistical Statements in the Supplement to the Annual Reports by the Railway Board. These 
include all payments except Provident Fund Contribution and pensionary benefits. In Particular include running allowance 
ana overtime allowance. 
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Annexure C 
(Vide para 24) 

Average Monthly Emoluments (Basic pay+D.A.) in Rupees at the Minimum of the scale of pay and indices of Money and 

Real Earnings (Base 1949=100) 


Category 

1949 

1957 

1960 

1969 

Peon 





Emoluments. 

65 

72-50 

80 

141 

Index of Money Earnings. 

100 

112 

123 

217 

Index of Real Earnings. 

Lower Division Clerk 

100 

101 

99 

102 

Emoluments. 

100 

112-50 

120 

208 

Index of Money Earnings. 

100 

113 

120 

208 

Index of Real Earnings .. 

100 

102 

97 

88 

Assistant 





Emoluments .. 

215 

222-50 

230 

356 

Index of Money Earnings . .. 

100 

103 

107 

166 

Index of Real Earnings.% . 

Class I Officer (Jr. Scale ) 

100 

93 

86 

78 

Emoluments. 

398* 

390* 

400 

560 

Index of Money Earnings.. 

Index of Real Earnings . 

100 

100 

MX) 

90 

103 

83 

144 

68 

Class I Officer (Sr. Scale) 





Emoluments. 

685 

685 

700 

820 

Index of Money Earnings. 

100 

100 

102 

120 

Index of Real Earnings.. 

100 

90 

82 

56 

CPI Number Base 1949= 100 

100 

111 

124 

213 


•Emoluments of an unmarried officer. Emoluments of a married officer were Rs. 420/- 

Note: The above calculations do not take into account the erosion in real earnings as a result of increased direct taxation, 
is taken into account, the erosion may be more for Class I Officers. 


If this 


Annexure D 

(Vide para 24 -2 and 30 -3) 

Interim Relief Recommendedfor Various Pay Ranges and Approximate estimates of cost 


Pay range (Reckonable pay for 
dearness allowance) 


Estimated 

total 

number of 
employees 
as on 


Existing Interim 
rates of relief 
D.A. 


Total Percentage of neutralisa- Additional 
amount tion of the entire rise cost per 

including since 1949 at Minimum/ month 

existing Maximum of slab at 
D.A. index 218 


(Rs.) 





31-3-1970 
(in lakhs) 

(Rs.) 

(Rs.) 

(Col. 3+4) 
(Rs.) 

r~ -*— —, 

Minimum Maximum 

(Rs. lakhs) 

I 





2 

3 

4 

. 5 

6(a) 

6(b) 

7 

( * 

Below 85 . 





8-02 

71 

15 

z 86 

104-12® 

‘86 -76 

120-30 

85—109 . 





6-67 

71 

25 

96 

95-71 >. 

; 74 -64 

166-75 

110-149 . 





4-84 

98 

25 

123 

94-76 

69-96 

i 121 -00 

150—209 . 





3-81 

122 

25 

•147 

83-05 

59-61 

95-25 

210-399 . 





2-86 

146 

30 

3176 

71-02 

37-38 

£85-80 

400—449 . 





. 0-16 

160 

30 

190 

40-25 

35 -86 

4-80 

450—499 . 





0-16 

164 

30 

194 

36-53 

32-95 

4-80 

500—542 . 





0-04 

AS of 663 

45 

"AS+45 

35-25 

25-96 

1-80 

543—999 . 





0-34 

120 

45 

K 165 

25-75 

J14-00 

15-30 

1000—1250 





. 0-04 

100* 

45 

:i45 

14-00 

10-00 

y.i -80 










Total 

: 

617-60 


(Rs. in crores) 


Total’cost per annum 

74-1 

+10% for Union Territory 


employees 

7-4 

+Armed Forces Personnel 

21-4 

GrandjTotal : 

102-9 


AS: Amount short of 

•Except for marginal adjustments up to Rs. 1119. 

©Calculated at Rs. 70 p.m. which is the lowest pay on civil side for all practical purposes. 
























THIRD PAY COMMISSION 
SECOND INTERIM REPORT 


Annex II 


Our terms of reference* require us to consider demands for 
relief of an interim character. The relevant paragraph reads 
as follows :— 

“4. In case the need for consideration of relief of an 
interim character arises during the course of deliberations 
of the Commission, the Commission may consider the 
demand for relief of an interim character and send reports 
thereon. In the event of the Commission recommending 
any interim relief, the date from which this relief should 
take effect will be indicated by the Commission.” 

In the circumstances detailed in our Interim Report dated 
16th September, 1970 (hereinafter referred to as ‘our Report’), 
we recommended payment of the following amounts as interim 
relief with effect from 1-3-1970 to the employees in the various 
pay ranges indicated below :— 


2. In our Report we had emphasised the paramount need 
to maintain price stability, as we felt that any increase in the 
emoluments of Central Government employees would not 
be of much avail if they were to be largely offset by an increase 
in prices. Nevertheless, having regard to past trends, we did 
not rule out the possibility of a rise in the price level. And, 
^fhile not suggesting any automatic increase in the quantum 
of interim relief with changes in the price level, we stated as 
follows in para 29 of our Report :— 

“If’ however, the price situation remains intractable 
despite all the measures the Government may take, a review 
may be called for when the 12-monthly average of the Index 
reaches 228.” 

Our recommendations in regard to grant of interim relief 
were accepted by the Government in toto and necessary orders 
issued. 


Pay range 

Amount of interim 
relief per month 

Rs. 

Rs. 

Below 85 

15 

85—209 

25 

210—499 

30 

500—1250 

45 

(with suitable marginal adjustments) 

The interim relief related to the Index@ average of 218. 


3. The possibility envisaged in our Report of the price 
situation remaining intractable, despite the measures the Govern¬ 
ment took, has unfortunately materialised. Accordingly, we 
have been asked by the Government to give our advice on the 
question of grant of further interim relief to the Central Govern¬ 
ment employees in the event of the Index average reaching 
228. It became known to us in early November 1971 that 
with the monthly Index for September 1971 at 238, the Index 
average had reached 228. We therefore, gave urgent consi¬ 
deration to the question of grant of further relief to Central 
Government employees. 

4. The changes in the Index since March 1970 are as shown 
below :— 


Movement of All India Working Class Consumer Price Index ( 1949—100 ) 









1970-71 


1971-72 








Monthly 

Index 

12-monthly 

average 


Monthly 

Index 

12-monthly 

average 

March 1970 . 






218 

215-17 

1971 

224 

225 -50 

April ;; . 






220 

216-17 

It 

224 

225 -83 

May 






222 

217-17 

*S 

224 

226-00 

June 






225 

217 -92 

• 1 

227 

226 -17 

July 






226 

218 -58 

>9 

i 231 

226 -58 

August ” 






227 

219 -33 

»t 

236 

227 -33 

September ” 

October ” 

November ” 
December ” 

January 1971 
February ” ' . 






228 

230 

230 

226 

224 

224 

220 -17 

221 -33 

222 -58 

223 -50 

224 -25 

225 -00 

• 9 

238 

228 -17 


It would be seen that there has been a spurt in the Index 
from June 1971 onwards. In 1970-71 also, the Index had gone 
up during the period July to November 1970 but there was 
a downward trend thereafter. The spurt in prices from June 
onwards this year has, however, been much greater than during 
the corresponding period last year. 


*Vide Ministry of Finance Resolution No. F. 7(25) E. Ill 
(A)/69 dated 23rd April, 1970 as amended vide Resolution 
of even number dated 4th June, 1970. 

©Reference to the Index are to the All India Working 
Class Consumer Price Index (1949=100). The Index average 
refers to the 12-monthly average of this Index. 


5. It is important to note that the character of relief which 
we are now called upon to consider is qualitatively different from 
that recommended by us last year. As indicated in para 25 
of our Report, in recommending the interim relief, we had taken 
into account not only the increase in the cost of living but also 
various other factors. We thus allowed more than cent per 
cent neutralisation of the cost of living for salary groups around 
Rs. 70/- per month. We think that the relief to be considered 
by us now should take account of the increase in the cost of 
living alone. We should, however, make it clear that we have 
not arrived at any principles which we would like to follow 
for the grant of dearness allowance in future to Central Govern¬ 
ment employees. We, therefore, thought that the additional 
relief to be granted to them on the Index average reaching 
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228 should be in the form of an addition to the interim relief 
already granted. We would like to emphasise that the recom¬ 
mendations which follow, for the grant of additional interim 
relief, are in the nature of ad hoc concessions only. The consi¬ 
derations on which those recommendations are based might, 
therefore, have no relevance at all to the principles which we 
might adopt in our final Report. 

6. We had stated in para 19 of our Report : “it would be 
reasonable to ensure that the lowest paid Central Government 
employees should not have to suffer a reduction in real terms 
which would take them below the minimum level considered 
appropriate by the Second Pay Commission 11 years ago.” 
We have taken this as a guiding principle for the determination 
of the additional interim relief also. The minimum remunera¬ 
tion of Rs. 80/- per mensem (Rs. 70 pay + Rs. 10 dearness 
allowance), recommended by the Second Pay Commission 
at the Index level of 115, would amount to Rs. 151-7 per mensem 
when adjusted to the Index average of 218. Our recommen¬ 
dation for interim relief raised the total emoluments at the pay 
level of Rs. 70/- p.m. to Rs. 156/- p.m., the difference being 
due to reasons which we indicated in para 25 of our Report. 
The adjusted value of the minimum remuneration fixed by the 
Second Pay Commission comes to Rs. 158 -6 p.m. at Index 
average 228 as against Rs. 151 -7 p.m. at Index average 218. 
We are of the view that employees at this level should be given 
full compensation for this rise. On this basis, the compensation 
for these employees would amount to Rs. 6 -90 p.m. Rounding 
off this figure, we recommend an additional interim relief of 
Rs. 7/- p.m. to employees drawing pay below Rs. 85/- p.m. 

7. We recommended grant of interim relief to employees 
getting pay upto Rs. 1250/- per mensem for considerations 
indicated in para 21 of our Report. These considerations 
continue to hold good and we recommend grant of additional 
interim relief to employees getting pay upto Rs. 1250/- p.m. 

8. The next point for consideration relates to the determina¬ 
tion of the amounts of additional interim relief to employees in 
the pay ranges above the lowest slab. For grant of relief to em¬ 
ployees in these pay ranges we have had regard to the overall 
neutralisation percentages at the Index average 218 and have 
adjusted these slightly in the light of the present objective of 
merely compensating for the increase in cost of living since then'. 


9. Our recommendations in regard to the grant of additional 
interim relief to employees in the various pay ranges are as 
follows :— 

Pay range 

Additional interim 
relief per month 

Rs. 

Rs. 

Below 85 

7 

85—209 

8 

210—499 

10 

500—1250 . 

15 


(with suitable marginal 
adjustments). 

9.2 We recommend that the additional interim relief should 
be treated sui generis as contemplated in para 26* of our Report. 

9.3 We would suggest that the recommendations contained 
in paras 28* and 30.2* of our Report should mutatis mutandis 
apply to the additional interim relief. 

10. As regards the date from which the additional interim 
relief should take effect, it would be seen that the Index average 
of 228 was reached in the month of September 1971. We, there¬ 
fore, recommend that the additional interim relief should be 
granted with effect from 1st October, 1971. 

11. The financial implications of the grant of additional 
interim relief suggested above are indicated in the Annexure 
II to this Report. The additional interim relief is estimated 
to cost Rs. 37 cror e s for a full year and Rs. 15 -45 crores during 
the current financial year. 

12. As the additional interim relief recommended by us 
takes into account the increases in cost of living up to the Index 

♦Relevant extracts are reproduced in Annexur e I. 


average 228, we feel that it should not be necessary to grant 
any other compensation to the employees for this increase. 

12.2 We hope that the various measures which the Govern¬ 
ment have taken or might take would contribute to a reasonable 
price stability in future. If, however, despite all such measures, 
prices continue to rise, a review may be called for only when 
the Index average reaches 238. 

13. We are fully aware of the great strain on the financial 
resources of the Central Government at present on account of 
the influx of the Bangla Desh refugees, assistance to States for 
natural calamities and the additional commitments for defence 
requirements on account of the grave situation on our borders. 
We also realise that the additional interim relief recommended 
by us would put a further strain on these resources. Neverthe¬ 
less, the difficulties of the Central Government employees in 
the face of the steep rise in prices have to be appreciated. It 
is noteworthy that during the period March 1970 to September 
1971 although the Index average rose by only 13 points from 
215 to 228, the rise in the monthly Index was by 20 points from 
218 to 238. We do not consider that the low paid Central 
Government employees, or for that matter the employees in the 
middle salary groups, have enough resilience to absorb the im¬ 
pact of an increase in prices of this magnitude. Further, we 
feel that at this critical juncture when our Armed Forces are 
deployed to counter threats of external aggression, they should 
not have the slightest cause for misgivings that assurances 
given by the Government regarding mitigation of the effects 
of price rises are being diluted in any way. If the general 
state of the country’s economy or the state of Government’s 
finances warrant a freeze in wages, it should be of general appli¬ 
cability and not confined to the Central Government employees. 
Having regard to all these considerations we are led to con¬ 
clude that there is enough justification for the grant of the addi¬ 
tional interim relief recommended by us. 

14. We would like to express our thanks to the Secretariat 
of the Commission for the valuable assistance rendered to us in 
the preparation of this Report. 

Sd/- 

(Raghubar Dayal) 

Chairman 

Sd/- Sd /- 

(Nihar Ranjan Ray) (A. K. Das Gupta) 

Member Member 

Sd/- Sd /- 

(V. R. Pillai) (H. N. Ray) 

Member Member-Secretary 

New Delhi : 

dated the 27th November, 1971. 

Annexure I 

{vide Paras 9 -2 and 9 -3) 

Relevant Extract from Report 

Para 26.“To avoid complications and adminis¬ 

trative difficulties, we accordingly suggest for the Government’s 
consideration that the interim relief recommended by us should 
be treated sui generis and should not be taken into account 
for determining any other allowances or benefits which may 
be admissible to Government employees on the basis of their 
pay. Correspondingly, it should not be taken into account 
for determining the house rent payable by Government em¬ 
ployees. While we have no desire to go into further details 
and would be content to leave the matter for the determination 
of the Government at the stage of issuing orders, we are of the 
view that the interim relief should be made admissible during 
leave, joining time or during periods of suspension in the same 
way as the dearness allowance is at present admissible during 
such periods.” 

Para 28. “Our recommendations. regarding interim relief 
are confined to the regular employees and to those work charged 
employees who are normally entitled to dearness allowance. 
We do not envisage the grant of interim relief to casual staff, 
to staff paid from contingencies, or to Extra-Departmental 
agents of the P & T Department for whom a separate Committee 
is proposed to be set up. Contract employees are to be rem¬ 
unerated in accordance with the terms of the contracts executed 
in respect of each employee, and each case will therefore have 
to be considered on merits by the Government.” 




Para 30 -2. “The interim relief, as recommended above, 
should be allowed to all regular Central Government employees 
(including employees of Union Territories) and the personnel 
belonging to the All India Services. The personnel belonging 


to the Armed Forces should also be given the same amount 
of interim relief and in their case the reckonable pay for grant 
of interim relief may be determined in the same manner as the 
reckonable pay for grant of dearness allowance.” 


Annexure II 
(vide para II) 


Additional Interim Relief Recommended for Various Pay Ranges and Appoximate Estimates of Cost 


Pay range 
(Reckonable pay 
for Dearness Allowance) 

(Rs.) 


Estimated 

total 

number of 
employees 
as on 
31-3-1970 
(in lakhs) 

Existing 

rates of 

Dearness 

Allowance 

(including 

Dearness 

Pay) 

(Rs.) 


Interim Relief 

Total 

Additional 
cost per 
month 

(Rs. lakhs) 

Interim 
Relief 
granted 
at Index 
average 
218 

(Rs.) 

Additional 

Interim 

Relief 

recomm¬ 

ended 

at 

Index 

average 

228 

(Rs.) 

Total 

Interim 

Relief 

Col. 

4(a)+4(b) 

(Rs.) 

including 

existing 

D. A. and 

Interim 

Relief 

Col. 

3+4(c) 

(Rs.) 

1 


2 

3 

4(a) ' 

(4b) 

4(c) 

5 

6 










Below 85 ... 


8-02 

71 

15 

7 

22 

93 

56-14 

85—109 


6-67 

71 

£5 

8 

33 

104 

53-36 

110—149 


. 4-84 

98 

25 

8 

33 

131 

38-72 

150—209 . 


3-81 

122 

25 

8 

33 

155 

30-48 

210-399 


2-86 

146 

38 

10 

40 

186 

28-60 

400—449 


0 16 

160 

38 

10 

40 

200 

1 -60 

450—499 


0-16 

164 

38 

10 

40 

204 

1 -60 

500-542 


0-04 AS of 663 

45 

15 

60 

AS+60 

0-60 

543—999 


0-34 

120 

45 

15 

60 

180 

5-10 

1000—1250 


004 

100* 

45 

15 

60 

160 

0-60 







Total 

216-80 


(Rs. in 
crores) 


Total costjperjannura ... 26 -02 

+10% for Union Territory employees 2 -60 

+Armed Forces Personnel . . 846 


Grand Total ... 37 -08 


AS :]Amount short of. 

•Except for marginal adjustments upto Rs. 1119. 








Annex III 

THIRD PAY COMMISSION 
THIRD INTERIM REPORT 


Our terms* of reference require us to consider demands for 
relief of an interim character and send reports thereon. Accord¬ 
ingly, we sent to Government an Interim Report dated 16th 
September, 1970, (hereinafter referred to as the First Report) 
recommending payment of interim relief to certain categories 
of Government employees with effect from 1-3-1970. These 


recommendations were related to the Index** average of 218. 
On the Index average rising to 228 in September, 1971, we sent 
to Government another report dated 27th November, 1971 
(hereinafter referred to as the Second Report) recommending 
payment of additional interim relief. The table below indicates 
the interim relief recommended by us in these two Reports :— 


TABLE I 

Pay range 

Amount of Interim 

Amount of Interim 

Total of 


Relief per month 

Relief per month 

cols. 2 & 3 


recommended w.e.f. 

recommended w.e.f. 



1-3-1970 related 

1-10-1971 related 



to Index average 

to Index average 



218 

228 


1 

2 

3 

4 


Rs. 

Below 85 
85—209 
210-499 
500—1250 


Rs. 

Rs. 

Rs. 

15 

7 

22 

25 

8 

33 

30 

10 

40 

45 

15 

60 


These 

ment. 


recommendations were accepted by the Govern- 


2. We stated in our Second Report (para 12 -2) that should 
the prices continue to rise despite the various measures which 
the Government might take, a review might be called for when 


the Index average reached 238. This has now happened; the 
monthly Index for July 1972 (which became available to us 
in early September) having gone up to 249, the Index average 
reached 238 -58. The table below indicates the movement 
of the All India Working Class Consumer Price Index since 
March, 1971 :— 


TABLE II 

Movement of All India Working Class Consumer Price Index (1949=100) 


1971-72 

_,/w ... 


Monthly 

Index 


12-monthly 

average 


1972-73 


Monthly 

Index 


12-monthly 

average 


March 
April 
May 
June 
July 
August 
September 
October 
November 
December 
January 1 
February 


1971 


972 


224 

225 -50 

1972 

236 

233 -42 

224 

225 -83 

»» 

237 

234 -50 

224 

226 -00 


238 

235 -67 

227 

226-17 

>» 

244 

237-08 

231 

226 -58 

>» 

249 

238 -5* 

236 

227 -33 



238 

228 -17 




238 

228 -83 




239 

229 -58 




237 

230 -50 




236 

231 -50 




235 

232 -42 





3. We have been asked by the Government to give our advice 
on the question of grant of further interim relief to Central 
Government employees with reference to the 12-monthly 
Index average of 238 and also of the quantum of relief considered 
appropriate. To both these questions, we have given urgent 
and careful consideration. 


* Vide Ministry of Finance Resolution No. F 7(25)-E. Ill 
(A)/69, dated 23rd April, 1970, as amended vide Resolution of 
even number dated 4th June, 1970. 

♦‘References to the Index are to the All India Work¬ 
ing Class Consumer Price Index (1949=100). The Index 
average refers to the 12-monthly average of this Index. 

12—1M of Fin./73 


4. The price rise in recent months has been of such an order 
that the lower paid Government employees are finding it ex¬ 
tremely difficult to meet their day to day expenses. We are 
therefore, of the view that the grant of further interim relief 
to them is desirable. It would indeed be invidious to deny 
interim relief to these employees while the bulk of the employees 
in the private sector or in the public sector undertakings continue 
to enjoy the benefit of the automatic linkage between emoluments 
and the cost of living index because of Wage Board awards 
bilateral agreements etc. However, if the Government are of 
the view that having regard to the Government’s own finances 
and to the need to restrain inflationary pressures, no further 
interim relief should be granted at this stage, then we would 
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like to emphasise, as we did in our Second Report, that the 
freeze in wages should be of general applicability and not con¬ 
fined to Government employees. 

5. The interim relief which we are now considering, like the 
second interim relief, is intended merely to compensate for 
the increase in the cost of living. We are of the view that the 
recent spurt in prices is the result of a combination of special 
factors such as delayed onset of the monsoon, floods in certain 
areas and drought in others, and above all the stresses and 
strains that the economy experienced in the wake of the influx 
of refugees from Bangladesh and the hostilities with Pakistan. 
These factors have placed a heavy burden on the finances of the 
Central Government which is also being called upon to render 
assistance to the States for relief measures and for other progra¬ 
mmes to step up agricultural output and employment. Further, 
it is our experience that grant of relief to Central Government 
employees has repercussions on the States and leads to demands 
for additional Central assistance. In the circumstances, tvhile 
we are fully conscious of the difficulties of Government emplo¬ 
yees, we think that a certain measure of austerity is called for. 
We, therefore, recommend that the upper pay limit for the grant 
of the third interim relief be fixed at Rs. 575 p.m. instead of 
Rs. 1250 p.m. as in our Second Report and further that the 
maximum amount of relief be brought down from Rs. 15 to 
Rs. 10 p.m. For employees in the other pay ranges the amounts 
recommended in our Second Report would be appropriate. 
As we hope to submit our final Report shortly, we feel that no 
undue hardship would be caused to the employees in the higher 
pay ranges if the present instalment of interim relief, which at 
best can confer marginal benefit, is not extended to them. 

6, Thus, we recommend payment of the following amounts 
of additional interim relief to employees in the pay ranges 
indicated below :— 


Pay range 

Additional Interim 

Relief per month 

Rs. 

Rs. 

Below 85 

7 

85—209 

8 

210-575 

(with suitable marginal adjustments) 

10 


6'2. We recommend that the additional interim relie 
should be treated sui generis as contemplated in para 26* of our 
First Report. 


6 -3. We would suggest that the recommendations contained 
in paras 28* and 30-2* of our First Report should mutatis 
mutandis apply to the additional interim relief. 

7. Since the Index average of 238 was reached in the month 
of July 1972, we recommend that the additional interim relief 
should be granted with effect from 1st August, 1972. 

8. The additional interim relief recommended by us is esti¬ 
mated to cost Rs. 35 -93 crores for a full year in respect of the 
Central Government employees including Armed Forces per¬ 
sonnel and employees in Union Territories, and Rs. 20-96 
crores during the current financial year. 


♦Relevant extracts are reproduced in Appendix. 


9. As the additional interim relief recommended by us takes 
into account the increases in the cost of living up to the Index 
average 238, we feel that it should not be necessary to grant any 
other compensation to the employees for this increase. 

10. We would like to acknowledge the assistance rendered 
to us by the Secretariat of the Commission in the preparation 
of this Report. 

Sd /- 

(Raghubar Dayal) 

Chairman 

Sd/- 

(Nihar Ranjan Ray) 

Member 

Sd/- ~ 

(V. R. Pillai) 

Member 

New Delhi : 

Dated the 12th September, 1972 


Relevant Extract from our First Report 
(Vide Paras 6.2 and 6.3) 

Para 26.“To avoid complications and administrative 

difficulties, we accordingly suggest for the Government’s consi¬ 
deration that the interim relief recommended by us should be 
treated sui generis and should not be taken into account for 
determining any other allowances or benefits which may be 
admissible to Government employees on the basis of their pay. 
Correspondingly, it should not be taken into account for deter¬ 
mining the house rent payable by Government employees. 
While we have no desire to go into further details and would 
be content to leave the matter for the determination of the 
Government at the stage of issuing orders, we are of the view 
that the interim relief should be made admissible during leave, 
joining time or during periods of suspension in the same manner 
as the dearness allowance is at present admissible during such 
periods”. 


Para 28. “Our recommendations regarding interim relief 
are confined to the regular employees and to those work-charged 
employees who are normally entitled to dearness allowance. 
We do not envisage the grant of interim relief to casual staff, 
to staff paid from contingencies, or to Extra Departmental 
agents of the P. & T. Department for whom a separate Com¬ 
mittee is proposed to be set up. Contract employees are to be 
remunerated in accordance with the terms of the contracts 
executed in respect of each employee, and each case will there¬ 
fore have to be considered on merits by the Government”. 


Para 30-2. “The interim relief, as recommended above, 
should be allowed to all regular Central Government employees 
(including employees of Union Territories) and the personnel 
belonging to the All India Services. The personnel belonging 
to the Armed Forces should also be given the same amount 
of interim relief and in their case the reckonable pay for grant 
of interim relief may be determined in the same manner as the 
reckonable pay for grant of dearness allowance.” 


Sd/- 

(A. K. Das Gupta) 
Member 

Sd/- 

(H. N. Ray) 
Member-Secretary 




Annex IV 


PAY COMMISSION 


Vigyan Bhavan Annexe 
New Delhi 


Piease furnish the following particulars along with each copy 
of your reply to the questionnaire : 


1. Name and address 

(person/ union/service association/ organi- 
sation/State). 

2. If union/association, kindly give the strength 
of membership and date of formation. 

3. The name of the central organisation/ federation, 
if any, to which your union/association is 
affiliated. 


4. If person, piease give occupation or profes¬ 
sion. 


QUESTIONNAIRE 

(Note: —For questions marked* kindly see annexure for Ex¬ 
planatory Notes). 

I. General Principles 

*1. From time to time various Commissions in the past 
have suggested certain principles for determining the pay of 
Government employees. Have you any comments on the suit¬ 
ability or otherwise of those principles in the present context ? 
What principles would you advocate ? 

*2. To what extent is it feasible to apply the principle of ‘fair 
comparison with wages’ or salaries paid by (a) the public sector 
undertakings including nationalised banks, (b) the private 
sector, and (c) the universities, for determining the wages or 
salaries of Government employees ? In the application of this 
principle would you differentiate between posts at the botfom, 
intermediate and top levels ? 

*3. (i) Certain unions and associations of employees 
have claimed “equal pay for equal work”. What are the cri¬ 
teria for determining “equal work”, especially when the type 
of work performed is dissimilar ? How can the principle be 
applied in a time- scale ? 

(ii) (a) To what extent can modern job evaluation techni¬ 
ques be applied in devising a salary structure for Government 
employees ? 

(b) Considering the urgency of revising the pay structure, 
do you think it would be possible for the Commission to under¬ 
take job evaluation ? If your answer is yes, what specific me¬ 
thods would you recommend ? 

4. To what extent and in what manner can the Government 
employees be assured their due share in the increased prosperity 
of the country as reflected in the increased per capita income ? 

5. (a) Do you consider it desirable and practicable for Gover- 
ment to assume powers to lay down and enforce a national wage 
policy so as to remove the inequalities in the levels of remunera¬ 
tion at present obtaining between the Government sector and 
the private sector ? 

(b) Would you, in this context, suggest the formulation of an 
integrated policy in respect of wages, incomes and prices ? If 
so, what institutional arrangements and administrative measures 
would you suggest ? Has the experience of the working of 
the National Board of Incomes and Prices in the United 
Kingdom any relevance to Indian conditions ? 


6. (a) In the private sector, the employer’s capacity to pay 
is an important criterion for wage fixation. Is it also valid for 
fixing wages of Government employees, considering that the 
Government have the power to raise resources through taxa¬ 
tion ? 

(b) If so, would you suggest a practical method for assess¬ 
ing the Government’s capacity to pay ? Should the wage and 
salary bill of the Government bear any prescribed ratio to the 
revenue expenditure of the Government 1 

II. Minimum Remuneration 

*7. What principles should be applied in fixing the mini¬ 
mum remuneration for a Government employee ? 

8. Do you consider a need-based minimum wage accord¬ 
ing to the norms adopted by the 15th Indian Labour Con¬ 
ference capable of practical implementation at the current level 
of national income ? 

*9. In case a need-based minimum wage is to be fixed, which 
particular diet schedule should be adopted ? 

*10. What proportion of Class IV employees in the de¬ 
partment with which you are familiar is engaged in light or 
sedentary work ? If it is found that a large majority of this class 
is engaged in such work, would you favour accepting their nu¬ 
tritional needs as the basis for fixation of minimum remuneration 
for Government employees ? Would you then advocate hig¬ 
her remuneration or additional allowance to employees doing 
moderate or heavy work ? 

11. In view of the prevailing regional differences, what prices 
should be adopted for calculating the cost of food budget appli¬ 
cable to Central Government employees ? 

12 (a) Is the adoption of a flat rate of 3 adult consumption 
units for an average family at the stage of entry of a person into a 
Government service justifiable in view of the fact that he may 
often be unmarried or, if married, have not more, than one 
child ? 

(b) If it is not justifiable, how many consumption units 
would you deem reasonable at that stage ? 

(c) After how many years of service should his family be 
deemed to have reached the average size of 3 adult consumption 
units ? 

13. Should the quantum of rent taken into account for fix¬ 
ing the need-based minimum wage be on the basis recommen¬ 
ded by the 15th Indian Labour Conference, or should it be 
the amount of rent paid by a Class IV employee living in a 
Government quarter, viz. 1\ per cent of pay, or any other 
amount ? 

14. Should there be any deductions in the quantum of the 
need-based wage on account of the fringe benefits provided 
by the Government to its employees, such as medical care, 
education facilities and uniforms ? 

15. In considering the minimum remuneration of a Central 
Government employee, what weight would you attach to (a) 
the per capita income of the country, and (b) the level of unemp¬ 
loyment in the country ? Suppose the minimum with reference 
to these considerations conflicts with your idea of a need- 
based minimum, which would you take as your point of reference, 
or would you suggest a compromise ? 

16. What relation, if any, should the minimum remuneration 
of Central Government employees bear to that prevailing out¬ 
side the Government ? 


179 




180 


17. How far, in your opinion, should the minimum remune¬ 
ration of Central Government employees be related to their 
Productivity ? 

HI. Pay Structure 

*18. In view of the fluctuations in prices over-time, to which 
price level should the present Pay Commission relate the pay 
structure that it proposes to recommend ? 

19. What should be the maximum salary of a Central Govern¬ 
ment employee considering (a) the level of per capita income of 
the country, and (b) the level of salary obtaining in the private 
sector for comparable posts ? 

*20. What disparity ratio would you consider reasonable 
between the lowest and the highest salaries (post-tax) in 
Government service ? 

*21. To what extent should tljp existing number of pay 
scales be reduced, keeping in vipw the present administrative 
structure ? 

*22. Do you consider it feasible to bring all Central Govern¬ 
ment posts on “a unified grading structure” ? 

*23. On what factors should salary differentials be based ? 
What weight would you attach to the various factors suggested 
by you, and how far is it practicable to take these into account 
while devising a pay structure ? 

24. Having regard to the proliferation in the activities of 
the Central Government and the avowed objective of setting 
up a welfare State, do you think that the pattern of pay scales 
of the All-India and Class I Services should be so designed as 
to enable the Government to attract candidates of outstanding 
ability ? 

25. Do you feel that the quality of the candidates appear¬ 
ing at the U.P.S.C. Competitive Examinations has deteriorated 
in recent years ? If so, what, in your view, are the causes and 
what steps would you suggest, including the revision of pay 
scales, to retain the attractiveness of the higher serivces for 
candidates of the requisite calibre 7 

*26. It has been represented that the liability of some 
Central Government employees to serve anywhere in India 
causes inconvenience to such employees. Do you think that 
this factor should be reflected in their emoluments ? If so, 
should it be reflected in the pay scales as such, or should it 
be in the form of an allowance either at the time of transfer or 
while posted outside the normal zone of operation ? 

27. What are your views on the length of pay scales (ie- 
time span) and the ratio of the minimum of a scale to its maxi¬ 
mum ? Should these be different for direct entry scales and 
for scales applicable to posts which are normally filled by pro¬ 
motion ? How should the incremental amount be regulated 
during a Government employee’s career, having regard both 
to his usefulness to the Government and his family responsi¬ 
bilities 7 

28. Would you recommend additional remuneration f or 
qualifications which are higher than the minimum prescribed 
for technical and scientific posts either at the time of recruit¬ 
ment or acquired later on ? If you do, would you favour advance 
increments (with or without corresponding seniority), special 
pay, or some other method ? Please give details . 

29. What are your views on overlapping scales, j \ e . where 
the maximum of the lower scale is higher than the minimum 
of the next higher scale ? 

30. Do you think that efficiency bars serve any useful pur¬ 
pose ? Have you any suggestion for improving the system as 
it obtains today ? 

*31. (i) Should the existing differentials in the pay scales 
be retained as between employees working in the Secretariat 
and attached offices on the one hand and their counterparts in 
the subordinate offices on the other ? 

(ii) If you favour uniformity, would you suggest recruit¬ 
ment by open competitive examinations for subordinate offices 
also ? 

*32. What are your views regarding the provision of selec¬ 
tion grades ? 

33. Does the system of special pay disturb internal relativi¬ 
ties or lead to discrimination ? Or, do you feel that it is 
a satisfactory method to remunerate officials for additional 


responsibilities and to attract the more efficient employees to 
certain key posts ? Is there any scope for rationalising the 
system ? 

34. What are your views regarding the desirability of pay. 
ing deputation allowance to an employee deputed to a post 
outside his parent cadre ? 

35. Do you advocate the continuance of the system of pay. 
ing non-practising allowance to doctors ? Should the system be 
extended to other professional and technical personnel ? 

36. What remedies would you suggest for the grievance of 
employees that they often have to stagnate at the maximum 
of their scales for an unduly long period ? What, in your 
view, would constitute an unduly long period ? 

37. (i) How far do you think the alleged deterioration in 
the services rendered by the Government departments can 
be attributed to any inadequacy in the present pay structure and 
promotion policies ? 

(ii) What modifications, if any* would you advocate in the 
salary structure and in the promotion policies in order to im¬ 
prove efficiency 7 

38. Do you think that the existing channels and prospects 
of promotion available to Government employees are too wide, 
too restrictive or just about right ? Should the grade/ 
salary structure be made more promotion-oriented so that each 
employee during his career could look forward to at least two 
promotions ? Should greater inter-departmental mobility 
be facilitated to equalise promotion opportunities ? 

*39. To what extent would the application of the principle 
“best man for the job” affect the existing pay structure ? 

40. Should direct recruitment be resorted to for filling posts 
in the services at intermediate levels, so that by infusing fresh 
talent a high level of efficiency is achieved and maintained ? 
Or, do you think that such a course would be unfair to the exis¬ 
ting employees whose promotion prospects are diminished in 
the process and may also inhibit recruitment of good candidates 
initially ? 

41. (i) Do you consider that the present practice in certain 
departments of having the same level of posts occupied by mem¬ 
bers of a Class I Service and a Class II Service is in the public 
interest ? Or, do you think that there is no justification for 
having these two classes, particularly where the educational 
qualifications for direct recruitment are'basically the same and 
the nature of duties performed are broadly comparable ? 

(ii) Do you think that direct recruitment to the Class I 
Services, which offer quicker promotion prospects, would 
attract a better type of candidate than recruitment to one com¬ 
bined service, because suitable persons could then aspire to 
hold the more responsible and challenging posts while still 
comparatively young 7 

42. Would you recommend provision of larger promotion 
opportunities, especially to Class III and Class IV employees, 
which might facilitate vertical mobility 7 What measures 
would you suggest for enabling the lower paid employees to 
impirove their qualifications in order to secure entry into the 
higher posts/services 7 To what extent should recruitment 
rules be relaxed, so that employees who possess the requisite 
qualifications may become eligible for recruitment to higher 
posts/ services 7 

43. Do you think that certain categories of employees having 
similar duties and responsibilities and serving in different mi- 
nistries/Departments can be identified as common categories 7 If 
so, please specify such categories. 

44. What are your views on the existing time-scales of pay 
in the various All-India and Class I Central Services 7 Do 
you feel that the pay range covered by the time scales should 
be increased or reduced 7 Please give reasons. 

45. (i) Do you feel that promotion prospects in different 
All-India Services and Class I Central Services, both technical 
and non-technical, should be broadly the same 7 If you do, 
what specific measures would you suggest 7 

(ii) Each All-India Service stands sub-divided into 17 State 
cadres (including Union territories). Should steps be taken to 
ensure that promotion prospects of members of the same 
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All-India Service are made broadly uniform in all the States ? 
If so, what specific measures would you suggest? 

46. Should the salary scales of the various All-India Ser¬ 
vices and Class I Central Services be made uniform, having re¬ 
gard to their duties and responsibilities ? If the answer is yes. 
would you suggest any change in the methods of selection and 
recruitment ? 

*47. Do you subscribe to the view that the existing relativi¬ 
ties in the salary structure are unfavourable to the scientific and 
technical personnel ? Do you feel that the pay scales of tech¬ 
nical and scientific posts should be kept higher than those at 
comparable levels in the non-technical services to encourage 
more talent to pursue scientific/technical research work ? 
What specific proposals would you make ? 

48. Do you think that there should be a fixed pay for posts 
at senior levels, e-g- Joint Secretary and Additional Secretary, 
or would you consider a time-scale t 0 be more appropriate ? 

*49. (i) “Jobs similar in nature and of comparable difficul¬ 
ties, duties and responsibilities should carry the same scales 
not only in the Central Government but also between the 

Centre and the States.” [Study Team (N) quoted by 

A.R.C. in Chapter IV of Report on Personnel Administration]. 

Have you any comments to make on this observation ? 

07) In devising any revised pay structure for the Central 
Government employees, to what extent, if any, can its likely 
repercussions on the finances of the State Governments, public 
sector undertakings, local bodies, etc., be taken into considera¬ 
tion ? 

*50. Since the Central Government owns or controls many 
public sector undertakings, do you think that there should be 
reasonable parity between the wages paid by such undertakings 
and those paid by Government to their own employees doing 
broadly comparable work ? 

51. Taking into consideration the suggestions made by you 
to the questions above, would you like to devise a pay structure 
for the Services/Organisations with which you are familiar ? 

IV. Dearness Allowance 

*52. What are your views regarding Dearness Allowance as 
a device to protect the real income of salaried employees from 
the effects of a rise in prices ? 

*53. At the lowest pay range what should be the extent of neu¬ 
tralisation of any future increase in the consumer price index 
above the index level adopted in devising the pay structure? 
(vide also Question No. 18). 

*54. Do you recommend changes in any of the following :— 

(i) upper pay limit for admissibility of Dearness Allow¬ 
ance, 

(ii) existing percentages of neutralisation, 

(Hi) the salary slabs ? 

If you consider that the present slab system itself is unsatisfac¬ 
tory, what alternative would you suggest ? 

55. Doss the All-India Average Consumer Price Index 
Number for Industrial Workers (General) adequately reflect 
the price changes affecting the employees in the middle and^igh- 
er income groups also ? If not, what alternative method 
of adjustment would you suggest ? 

*56. At what intervals, in terms of time and in terms of price 
index, should a revision in the rates of Dearness Allowance be 
considered for Government employees ? 

*57. Do you favour an automatic adjustment in the Dearness 
Allowance with changes in the consumer price index ? 

V. Other Allowances 

58. Have you any suggestions regarding the conditions of 
eligibility or quantum of the following allowances ? 

(0 Travelling/Daily Allowance 
(ii) House Rent Allowance 
(in) Compensatory (City) Allowance 
(i'v) Hill Compensatory Allowance 

(v) Bad Climate Allowance 


(vi) Remote Locality Allowance 

(vii) Conveyance Allowance 

(v/'ii) Project Allowance 

(ix) Danger Allowance 

*59. (0 What changes would you suggest in the existing 
rules or rates regarding Overtime Allowance so as to remove 
the alleged abuses in the system ? 

(ii) Do you consider that the difference in overtime rates 
applicable to Railway employees and those admissible under the 
Factories Act is justified ? Have you any comments on the work¬ 
ing of the Hours of Employment Regulations in the Indian 
Railways ? 

60. Would you recommend grant of Night Duty Allowance 

to Government employees who are required to work 
regularly at night ? <■ 

\. 

61. To compensate for differences in the cost of living in 
different cities etc., the present system reli e s primarily on the 
house rent allowance and the compensatory (city) allowance which 
are based on classification of localities with reference to popu¬ 
lation. Do you think that this system is satisfactory ? If 
not, what are your suggestions ? 

VI. Death-Cum-Retirement Benefits 

62. Would you recommend any change in the existing age 
limits for superannuation (60 for Class IV employees and 58 
for others), having regard to the longer life expectancy on the 
one hand and the present employment situation on the other? 

63. Have you any suggestions to make in regard to the 
authority vested in the Government of compulsorily retiring 
an employee in the public interest and the reciprocal option 
given to the employee of quitting Government, after complet¬ 
ing 30 years’ service or at the age of 55 (and also at 50 in the 
ease of gazetted officers) ? 

64. Have you any suggestions regarding the stipulated 
minimum period of qualifying service for pension ? 

65. The Administrative Reforms Commission has recom¬ 
mended that a civil servant may be allowed to retire voluntarily 
after 15 years on proportionate pension and gratuity and that an 
employee who is superseded may be allowed to retire even earli¬ 
er on similar terms if he has rendered at least 10 years’ service 
(whether permanent or temporary). What are your com¬ 
ments ? 

66. Would you favour giving gratuity to women employees 
who may wish to resign after marriage ? If you do, what 
minimum period of qualifying service and what quantum of 
gratuity would you recommend ? 

*67. ( 1 ) What changes, if any, do you consider necessary in 
the existing rules and regulations relating to retirement pension 
and death-cH/n-retirement gratuity ? 

(j'O Do you consider the existing family pension scheme 
satisfactory ? 

(Hi) What measures, if any, would you suggest for protecting 
pensions of existing Government employees from erosion on 
account of the possible increases in the cost of living ? 

*68. The Administrative Reforms Commission has recom¬ 
mended that if a temporary employee has continued in Govern¬ 
ment service, without a break, for ten years or more, all such 
service, whether followed by confirmation or not, should 
count for pension and gratuity on the same scale as is admissi¬ 
ble t 0 permanent Government employees. 

What are your views on this recommendation ? 

69. Would you recommend the benefit of Contributory Pro¬ 
vident Fund in lieu of pension 

(a) to facilitate greater mobility of personnel; and 

(b) in the interest of specialists who may enter Govern¬ 

ment service late ? 

70. Should a scheme of compulsory insurance for Govern¬ 
ment employees be introduced ? If so, what should be the 
nature of the scheme ? Should it be supplementary to, or in 
substitution of the normal pension ? 
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VII. Conditions of Service, Facilities & Amenities 

*71. (i) What is your view regarding the present classification 
of the Services into Classes I, II, III and IV ? 

07) Do you think there should be no classification at all, or 
should the present nomenclature be changed ? 

(iii) Are there any differences in the conditions of service of 
various classes of employees, which you think should be re¬ 
moved ? 

72. Do you think that quasi-permanency confers a worth¬ 
while benefit on the concerned class of Government servants 
and should continue, or would you suggest that there should 
be only two categories, namely temporary and permanent ? 
Which of these arrangements would serve the public interest 
better ? 

73. Are you aware of any working difficulties or other pro¬ 
blems arising out of the fact that industrial workers in Govern¬ 
ment are governed in certain respects both by the general 
labour laws (Industrial Disputes Act, Trade Unions Act, etc.) 
and by the rules applicable to non-industrial employees in Go¬ 
vernment ? Have you any suggestions to offer in this regard ? 

*74. What are your views regarding hours of work, ‘weekly 
off’, weightage for night work and public holidays in Govern¬ 
ment service ? 

75. What is your opinion about the adequacy of the exist¬ 
ing leave entitlements and limits of accumulation of earned leave, 
in respect of industrial as well as non-industrial employees ? 

76. Do you think it desirable to permit encashment of a por¬ 
tion of earned leave, as has been done by some State Govern¬ 
ments and public sector undertakings ? If so, would you recom¬ 
mend any safeguards, since periodic leave is intended for recuper¬ 
ation and is considered necessary for the maintenance of 
efficiency. 

77. (/) Are the existing medical facilities and provision for 
reimbursement of medical expenses satisfactory ? If not, 
what improvements would you suggest ? 

(<7) What remedial measures would you suggest for counter¬ 
acting alleged abuses in the existing system of reimbursement 
of medical expenses ? Will grant of a fixed medical allowance 
or introduction of group insurance in lieu of existing medical 
facilities help to eliminate alleged malpractices in the system ? 

78. Would you recommend any modification in the existing 
schemes of children’s education allowance and reimbursement of 
tuition fees ? Is there any justification for adopting different 
pay levels for eligibility, and treating gazetted employees diff¬ 
erently under the two schemes ? 

*79. What are the difficulties experienced by Government 
employees at present in regard to allotment of accommodation 
and recovery of house rent ? To what extend do the existing 
rules require change ? 

80. Have you any proposals for improving the existing Leave 
Travel Concessions ? 

81. (i) Kindly give your comments, if any, on the following 
facilities provided by the Government : 

(«) supply of uniforms and protective clothing; 

(b) grant of advances, such as for house building, pur¬ 

chase of conveyance, festival, etc.; 

(c) canteens and cooperative stores; 

(d) sports clubs and other welfare activities. 

(«) What is your opinion about the suggestion that the Go¬ 
vernment should supply subsidised foodgrains and other essen¬ 
tial articles to their employees as a method of protecting wages 
from erosion due to rise in prices ? Assuming such a course to 
be both desirable and feasible, what machinery would you sug¬ 
gest for an efficient operation of the scheme ? 

82. Do you know of any restrictive conditions of service of 
Central Government employees removal of which would im¬ 
prove their morale and the efficiency of public service ? Please 
cite instances. 

VIII. Special Questions Relating to Armed Forces 

83. A broad parity was established by the Post-War Pay 
Committee, 1946-47, between a trained soldier with 3 years 


service and a semi-skilled worker for determining the soldier’s 
pay. However, the pay of a soldier was reduced by a notional 
amount (home saving element) to take account of the food, 
clothing and accommodation provided by the Government. 
This arrangement still continues. 

Have you any comments to make in this regard ? 

84. For pay determination, a brSad parity exists between 
Commissioned Officers on the one hand, and Indian Police 
Service and Class I Central Service Officers, on the other. There 
is a view that the pay of Commissioned Officers should be fixed 
independently taking account of the special features of their 
serivce. Have you any suggestion to offer. 

85. The dearness allowance admissible to Armed Forces 
personnel below the officer rank is paid at 80% of the amount 
of dearness allowance admissible to civilian employees drawing 
pay in the corresponding pay slabs, in view of the ‘home saving 
element’ enjoyed by Armed Forces personnel at this level. Do 
you think this is appropriate ? 

86. What should be the relationship between the pay of the 
personnel of the armed police (e.g. the Border Security Force, 
the Central Reserve Police) and the Infantry soldiers in the re¬ 
gular army ? Should there be any weightage on account of the 
fact that the Infantry soldier can normally serve with the 
colours only for a period of 10 years, whereas the personnel in 
the para-military orgnisations can serve till the normal age of 
superannuation ? 

87. Having regard to the lower age of superannuation pre¬ 
scribed for the Armed Forces personnel, do you think that the 
pensionary benefits in force are adequate ? 

IX. Special Questions Relating to Union Territories 

*88. The pay scales of employees of some Union territories 
conform to the Central pattern, while those of others are linked 
with the salary structure of a neighbouring State. Would you 
suggest adoption of a uniform practice, linking the pay and 
allowances of employees in the Union territories with those of 
either the Central Government or of a neighbouring State ? 

89. Would you suggest that the special problems of the 
Islands Union territories (viz. Andaman & Nicobar Islands and 
Laccadive Minicoy and Amindivi Islands) should be reflected 
in their pay and/or allowances ? Please spell out your proposals 
in this regard. 

X. Economic and Financial Aspects 

90. Do you think that payment of higher wages to Central 
Government employees would result in an upward swing in the 
wages of employees in all the sectors, which might adversely 
affect employment prospects in general ? 

91. How would you arrange the priorities as between im¬ 
proving the wages of the existing Government employees on 
the one hand, and providing gainful employment to the un¬ 
employed on the other, having regard to the limited resources 
of the Government ? 

92. If, in order to pay higher wages and yet maintain an 
acceptable rate of investment, the Government is forced to im¬ 
pose higher indirect taxes, would there be a danger of certain 
sections of the community already below the subsistence level, 
becoming still worse off .? 

93. Some employees’ organisations have suggested that 
sufficient additional resources can be raised for meeting the 
expenditure involved in the acceptance of a need-based mini¬ 
mum wage and the consequent upward revision in the pay 
scales of Central Government employees. Please spell out the 
scope for raising additional resources by 

(a) direct taxation 

( b ) indirect taxation 

(c) improvements in tax collection 

0 d ) economy in non-Plan expenditure 

(e) curtailment of Plan expenditure. 

94. Do you think that an increase of wages by itself results 
in greater efficiency and in economy of manpower ? 

95. Do you think that there is substantial over-staffing in 
govefnment offices ? If you do, kindly illustrate. What mea¬ 
sures would you suggest to deal with the problem in the context 
of revision of pay and allowances and conditions of service ? 



Annexure 


EXPLANATORY NOTES 


(The numbers given in the margin refer to the question 

numbers in the main Questionnaire ) 

I. General Principles 

1. Some of the principles enunciated in the past :— 

(a) “Pay so much and so much only as is necessary to 

obtain recruits of the right stamp and maintain 
them in such a degree of comfort and dignity as will 
shield them from temptation, and keep them efficient 
for the term of their service” (Islington Commission). 

( b ) The lowest rate of remuneration should not be lower 
than a ‘living wage’ and the highest salaries should 
be kept down as far as possible, consistent with the 
essential requirements of recruitment and efficiency 
(Vardachariar Commission). 

(c) The highest and the lowest salaries should be deter¬ 

mined on social and economic considerations and the 
disparity between the two in the public service should 
be much smaller than outside (Second Pay Com¬ 
mission). 

(d) “Sound and equitable internal relativities” in the 
determination of salaries intermediate between the 
highest and the lowest (Second Pay Commission). 

(e) “Pay what other responsible employers pay for com¬ 
parable work” (Priestley Commission, U.K.). 

(/) “Equal pay for equal work” (Administrative Reforms 
Commission). 

( g ) The State should be a model employer. 

3. The methods normally adopted for job evaluation are 
(a) ranking method, (b) grading or classification method, (c) 
factor comparison method, and (d) the point rating method. 
In U.K., the decision to embark upon job evaluation in the 
Government was taken in 1968 but the preparatory work has 
not been completed so far. 

II. Minimum Remuneration 

7. The Committee on Fair Wages, set up in 1948, defined 
a minimum wage as under:— 

“The minimum wage must provide not merely for the 
bare sustenance of life but for the preservation of the effi¬ 
ciency of the worker. For this purpose, the minimum 
wage must also provide for some measure of education, 
medical requirements and amenities”. 

The actual determination of a fair wage would, according 
to the Committee, be governed by the capacity of the industry 
to pay, productivity of labour, the prevailing wage rates for 
other industries in the region and the importance of the concerned 
industry in the economy of the country. 

The 15th Indian Labour Conference (1957) was a tripartite 
body consisting of representatives of the Central Government 
and State Governments, employers and employees. The 
Conference agreed that the minimum wage should be ‘need- 
based’ and should ensure the minimum human needs of the 
industrial worker, irrespective of any other considerations. 
To calculate the minimum wage, the Conference accepted the 
following norms : 

“(i) In calculating the minimum wage, the standard work¬ 
ing class family should be taken to consist of 3 con¬ 
sumption units for one earner; the earnings of women, 
children and adolescents should be disregarded. 


07) Minimum food requirements should be calculated 
on the basis of a net intake of 2,700 calories, as re¬ 
commended by Dr. Aykroyd for an average Indian 
adult of moderate activity. 

(iff) Clothing requirements should be estimated at a per 
capita consumption of 18 yards per annum which 
would give for the average worker’s family of four, 
a total of 72 yards. 

(»V) In respect of housing the norm should be the mini¬ 
mum rent charged by Government in any area for 
houses provided under the subsidised Industrial 
Housing Scheme for low income groups. 

(v) Fuel, lighting and other ‘miscellaneous’ items of ex¬ 
penditure should constitute 20 per cent of the total 
minimum wage”. 

The Conference recognised the existence of instances where 
difficulties might be experienced in implementing these norms, 
but they suggested that wherever the minimum wage fixed 
went below the norms, it should be incumbent on the authorities 
concerned to justify it. 

9. The 15th Indian Labour Conference did not specifically 
approve of any diet schedule that would provide a net intake 
of 2700 calories which was the norm recommended by them 
for food requirements. It, however, appears that the Conference 
had in mind the adequate diet which was recommended by Dr. 
Aykroyd. The diet schedule adopted by the Second Pay Com¬ 
mission was evolved in consultation with Dr. Patwardhan. 
The National Nutritional Advisory Committee has recommended 
diet schedules for working class families in different regions. 
The Indian Council of Medical Research, in its Special Report 
Series No. 60, has recommended balanced diets according to 
the nature of activity and separately for an adult man, an adult 
woman and children of different age groups. 

Diet schedules recommended for an adult man by these 
bodies are based on a net intake of calories as indicated below :— 

(1) 15th Meeting of the Indian Labour 

Conference (1957) 2700 calories 

(2) Second Pay Commission (1959) 2645 „ 

(3) National Nutrition Advisory Com¬ 
mittee (1965) 2700 ” 

(4) Indian Council of Medical Re¬ 

search (1968) 

(i) Light or Sedentary 

work 2400 ” 

(ii) Moderate work 2800 ” 

077) Heavy work 3900 ” 

It has been argued that in selecting-a particular diet schedule 
the availability of various commodities should not be taken 
into account. On the other hand, it is also argued that adoption 
of a particular diet schedule may have only limited practical 
significance as employees are free to choose the pattern of their 
expenditure. 

10. The 2nd Pay Commission based its calculations regarding 
minimum remuneration for Central Government employees 
with reference to a “diet suitable for an adult man engaged in 
moderate (not light or sedentary) activity”. 

According to an eminent nutrition expert, the bulk of Govern¬ 
ment employees are engaged on light or sedentary work. 
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According to him, light or sedentary work would cover the 
following daily routines:— 

8 hours—in bed 

8 hours—off work (1 hour personal necessities 

such as dressing, undressing, 
washing, shaving, bathing etc. 
2 hours walking at 3 m.p.h., 
4 hours sitting and standing 
activity; and 1 hour recrea¬ 
tion); and 

8 hours of sedentary work (for example, carrying files from 
at the overall rate of 1 -7 one room to another or 
calories/kg/hr. cycling etc.; in other words 

the type of work which a 
peon generally does. Dust¬ 
ing the tables or sweeping 
the floor, etc.; i.e. the type 
of work which generally a 
farash or a sweeper does.) 

According to the same expert, the term ‘moderate work’ 
refers to the work carried out by industrial labourers in factories 
and ‘heavy work’ refers to the type of work involved in stone 
cutting, lifting and carrying of heavy loads for long distances, 
etc. 

12. The 15th Indian Labour Conference suggested 3 adult 
consumption units for an average family. The family unit 
is generally assumed to compromise the following : 

One adult male (1 -0 consumption unit) 

One adult female (0-8 ” ”) 

One child between 1-3 years (0 •5 ” ”) 

One child between 7-9 years (0 -7 ” ”) 

Total: 3 -00 


Certain National Tribunals, however, assumed a smaller 
number of consumption units at the start of an employee’s 
service. The observations on the question of the size of an 
average family made by the Supreme Court are as follows :— 

“But it seems to us that if at the start the family is assu¬ 
med to be 2 -25, it is somewhat difficult to appreciate that the 
family would take 8 years to grow to make 3 consumption 
units. We are aware that the Shastri Tribunal thought of 
3 consumption units at the 10th year and the Sen Tribunal 
at 8th year but we think that these miss the realities of our 
national life. In our country it would not be wrong to 
assume that on an average 3 consumption units must be 
provided by the end of the 5 years service. The consum¬ 
ption units in the first five years should be graduated. As 
things stand today, it is reasonable to think that three con¬ 
sumption units must be provided by the end of the five 
years’ service if not earlier.” 

HI. Pay Structure 

18. It is necessary for the present Pay Commission to adopt a 
base index figure to which the recommended pay structure can 
be related. Any difference between this base figure and the 
prevailing Index figure at any particular point of time could 
be neutralised either in whole or in part through the mechanism 
of an allowance, such as the Dearness Allowance. The 2nd 
Pay Commission related salaries below the level of Rs. 300 
p.m. to the 1949 price level; and salaries higher than Rs. 300 
p.m. were fixed at levels which appeared reasonable in the then 
prevailing conditions on a consideration of various factors. 
(vide Question No. 53.) 

20. Different views have been expressed regarding the 
reasonableness of the disparity ratio between the minimum 
remuneration and the highest salary prevailing in government 
service. While some have suggested that the disparity ratio 
should be further reduced (ratios ranging from 1:6 to 1:15 have 
been mentioned), others have suggested that it is not very im¬ 
portant to specify a particular ratio and that the highest salaries 
should be determined keeping in view the need to make the higher 
services under the government sufficiently attractive so as to 
secure a fair share of talented persons. 

21. The Second Pay Commission had recommended 
approximately 140 pay scales as against 500 or more pay scales 
then prevalent. The number of scales at present is approxi¬ 


mately 600, and has been criticised as being unduly large. 
Preliminary analysis shows that the bulk of Government em¬ 
ployees are on much fewer scales. Thus, 75 % of the employees 
in Class III are borne on 11 pay scales and almost all Class IV 
employees are drawing pay in only 6 scales. The Class III and 
Class IV employees of the Central Government constitute 46 -5 
per cent and 51 per cent respectively of all the Central Govern¬ 
ment employees (as on 31-3-1968). 

22. The Administrative Reforms Commission recommended 
that all posts in the Civil Service, both under the Centre and in 
the States, should be brought on a unified grading structure 
having about 20 to 25 grades (vide Recommendations Nos. 8 
and 9 in the A.R.C. Report on Personnel Administration). 
The A.R.C. felt that this would check the automatic upward 
movement in a time-scale, result in promotions being based on 
merit, and facilitate greater mobility between the different 
services because of their having identical grades of pay. A 
further advantage claimed is that the disparities between the 
grades in the Central Government and the various State Govern¬ 
ments would be obviated. On the other hand, it has been 
suggested that it might not be feasible to group all Government 
posts, including posts in quasi-commercial undertakings like 
the Railways and the Posts and Telegraphs, within 25 grades in 
view of the variety and complexity of the jobs and the need for 
maintaining sound and equitable relativities and for providing 
adequate avenues of promotion. It has also been pointed out 
that fewer scales would result in higher cost, and in longer pay 
scales which the A.R.C. itself did not favour. 

23. The Committee on Fair Wages had recommended that 
differentials in wages should take the following factors into 
consideration: 

(1) degree of skill, 

(2) strain of work, 

(3) experience involved, 

(4) training required, 

(5) responsibility undertaken, 

(6) mental and physical requirements, 

(7) disagreeableness of the task, 

(8) hazard attendant on the work, and 

(9) fatigue involved. 

Certain other factors suggested are—difficulty and com¬ 
plexity of the work involved, the importance of the work either 
to the Government as a whole or to particular persons whose 
safety might depend upon the proper performance of the assigned 
duties, the contribution expected from the concerned employees, 
status of the work when it reaches him, and finally the extent of 
the supervision exercised over him. 

26. Some of the inconveniences which have been pointed 
out are: 

(1) differences in regional languages which make it 
necessary to educate the children elsewhere; 

(2) differences in cost of living; and 

(3) family dislocation and the necessity tojmaintain dual 
establishment, etc. 

27. It is argued that longer pay scales take away the incen¬ 
tive for better performance as employees tend to become com¬ 
placent because of the automatic progression in the time-scale. 
On the other hand, it is argued that longer pay scales foster a 
sense of security amongst the employees, as well as afford the 
Government greater freedom in deploying employees on the same 
pay scales, thereby making for administrative efficiency and 
flexibility. 

31. For retaining the existing differentials, it is argued that 
recruitment of office staff for the Secretariat/attached offices 
is made through an All India Competitive Examination conducted 
by the U.P.S.C. and that the work in the secretariat involves 
policy formulation which makes greater demands on the office 
staff also. On the other hand, it is argued that in the formula¬ 
tion of policies and their execution there is a good deal of inter¬ 
dependence between the Secretariat and subordinate offices and 
the work in the two organisations is not so dissimilar as to 
justify the differential pay scales. Further, the office staff in 
the subordinate offices are liable to be transferred unlike the 
office staff in the Secretariat/attached offices. 

32. The Second Pay Commission recommended the intro¬ 
duction of selection grades without functional differentiation, 
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as an incentive in certain cases where promotional outlets were 
limited. On the other hand, the First Pay Commission thought 
that it might not be bad economy slightly to increase the number 
of posts to be filled by promotion beyond the number dictated 
merely by the work to be done. 

39. The Fulton Committee on the Civil Service in the U.K. 
observed as follows: 

“We believe that the principle of the best man for the 
job should apply between civil servants of different occupa¬ 
tions no less than between those who enter the service with 
different levels of educational qualification. No posts should 
be the preserve of any one group except in so far as individual 
in the group may be uniquely qualified for them”. 

(Para 217 of their Report). 

The administrative Reforms Commission too based their scheme 
of reforms on getting the best man for each job (para 37 of 
Chapter III of the A.R.C. Report on Personnel Administration). 
However, the A.R.C. recommended the continuance of not 
only the technical services and the services in the functional 
areas of administration (as defined by them), but also the con¬ 
tinuance of the existing All India Services and the formation of 
new ones. It has been pointed out that it would be very difficult 
to implement the principle of “the best man for the job” while 
continuing the service concept. A staffing policy based on this 
approach, it is also argued, might dilute the attraction arising 
from the assured promotion prospects which characterize the 
organised services under the Government today ; to offset such 
dilution, it might be necessary to make substantial changes in 
the pay scales so as to attract persons of the requisite calibre 
to the higher services. 

47. Scientific and technical posts would refer only to those 
posts for which a scientific, engineering, medical or professional 
Diploma/Degree is a pre-entry qualification for recruitment to 
Government service. 

49. It has been argued that disparities in tne pay scales oi 
Central Government employees and the State Government 
employees having comparable duties lead to dissatisfaction. 
On the other hand, at present the various State/local bodies 
pursue different policies in fixing pay scales for their employees. 
Accordingly, there are differences not only between the pay 
scales of comparable posts in the Centre and the States but 
there are similar differences inter se between the States/local 
bodies. The financial position of the States and of the local 
bodies also varies widely. 

Any upward revision of the emoluments of the Central 
Government employees frequently generates a demand by em¬ 
ployees of various State Governments for a corresponding 
improvement in their scales of pay also. Most of the State 


Governments may find it difficult to accede to such demands 
except at the cost of pruning their development schemes. 

50. Although the Central Government finance and control 
their puhlic sector undertakings, the boards of management of 
these undertakings enjoy a certain degree of autonomy and are 
free to devise their own wage/salary structure for posts created 
by the Board. It is only in respect of the top management 
posts in the undertakings, generally in the salary range from 
Rs.2,000/- to Rs. 4,000/- p.m. that powers are reserved to 
Government. The wage structure below the level of these top 
posts in different undertakings is not uniform. It is also to be 
noted that Wage Boards in devising the wage structure for a 
sector of industry do not draw a distinction between the public 
sector and private sector undertakings as regards the application 
of the ‘region-cum-industry’ principle. 

IV. Dearness Allowance 

52. The Second Pay Commission described dearness al¬ 
lowance as “a device to protect, to a greater or lesser extent, 
the real income of wage earners and salaried employees, from 
the effects of rise in prices”. The Das Body thought that “it 
would be unfair and unjust to deny to Government employees 
adjustment of dearness allowance to compensate for the fall in 
their real income”. The Dearness Allowance Commission, 
however, were of the view that dearness allowance is a “tempo, 
rary expedient” and “intended to protect employees whose 
salaries are at or a little above the subsistence level”. According 
to the National Commission on Labour, “the only purpose of 
D.A. is to enable a worker in the event of a rise in cost of 
living to purchase the same amount of goods of basic necessity 
as before. This purpose would be served by an equal amount 
of dearness allowance to all employees irrespective of the 
difference in their emoluments.” 

53. For employees in the lowest pay range, both the Dass 
Body and the Gajendragadkar Commission on Dearness Al¬ 
lowance recommended a neutralisation of 9o% of the increase 
in the cost of living. The National Commission on Labour 
recommended that neutralisation at the rate of 95% should be 
afforded to minimum wage earners in respect of any future rise 
in the cost of living. 

54. Employees drawing pay up to Rs. 499 per month are 
at present given dearness allowance on a graduated scale with 
suitable marginal adjustments. Employees in the pay range of 
Rs. 543-999 and Rs. 1,000-2,250 are given a fixed amount of 
dearness allowance on an ad hoc basis. The following table 
gives the existing rates as also the extent of neutralisation of the 
increase in the cost of living applicable to Central Government 
employees in various pay ranges. 


Pay range 


Existing Interim Total Effective neutralisation 
rates of relief amount at Index average 
D.A.' including 218 (1949=100) 

existing at 

D.A. , A 1 

(Col. 2+3) Minimum Maximum 
of of 

the slab the slab 


1 


2 3 4 5 6 


Rs. 


Below 85 
85— 109 
110— 149 
150— 209 
210— 399 
400— 449 
450— 499 
500— 542 
543— 999 
1000—1250 
1296-2250 


AS of 


Rs. 


98 

122 

146 

160 

164 

663 

120 * 

100 

100 $ 


Rs. 

Rs. 

%age 

%age 

15 

86 

104 -12{ 

86 -76{ 

25 

96 

95 -73 

74-64 

25 

123 

94-76 

69-96 

*25 

147 

83 05 

59-61 

1 30 

176 

71 -02 

37-38 

30 

190 

40-25 

35 -86 

30 

194 

36 -53 

32 -95 

45 

AS {45 

35-25 

25-96 

45 

165 

25 -75 

14-00 

45** 

145 

14-00 

9-83 

— 

100 

6-5 

3-76 


AS—Amount short of 

♦With marginal adjustments up to Rs. 1,119. 

♦♦With marginal adjustments up to Rs. 1,295. 

{Calculated at Rs. 70 p.m. which is the lowest pay on civil side for all practical purposes. 
{Calculated at Rs. 84 p.m. 

§With marginal adjustments up to Rs. 2,350, 

13—lMofFin/73 
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It has been argued that the present system of neutralisation at 
specified rates for different salary slabs leads to the following 
anomalies :- 

(i) The extent of neutralisation is gradually reduced as a 
person reaches the maximum within the slab, eg-, 
the neutralisation goes down from 95 •7% to 74 -6% 
in the pay range of Rs. 85-109. 

(//) The level of neutralisation of an employee getting 
pay at the minimum in the higher slab is sometimes 
more than that for the employee drawing salary 
at the maximum of the lower slab, e-g„ the neutra¬ 
lisation on a pay of Rs. 110 in the pay range of 
Rs. 110-149 is 94-7% as against 74-6% on a pay 
of Rs. 109 in the pay range of Rs. 85-109. 

An alternative to the existing system of payment of D.A. 
which has been suggested to the Commission is that dearness 
allowance should be calculated as a percentage of pay. This 
was the practice during War time, and is at present prevalent 
in some Of the public/private sector organisations. 

56. At present, changes in the rates of dearness allowance 
are considered when the average of the All India Working 
Class Consumer Price Index (Base 1949.100) for 12 months 
rises by 10 points over the earlier figure adopted for the purpose. 
The Bank Award provides for increases in the rates of dear¬ 
ness allowance if the quarterly average of the index rises by 4 
points. The National Commission on Labour have suggested 
that revisions in the dearness allowance should take place when 
the Index has risen by 5 points. 

57. The second Pay Commission was of the opinion that a 
degree of flexibility was essential fo r the efficient management 
of a developing economy with its numerous social complexities 
and its rapidly changing situations. They thought that a 
rigid, over-simple, arrangement for the adjustment 
of Government servant’s remuneration to rise in 
prioes would not be in accord with the Government’s other 
responsibilities. They pointed out that in the event of a severe 
crop failure or other national calamity, if the real wages of 
Government servants were maintained by a money increase in 
the shape of a dearness allowance or otherwise, it would simply 
mean that Government servants would not have to share in the 
hardships imposed on the country as a whole. Further, they 
drew attention to the fact that certain price increases may be 
policy induced, e.g., by recourse to indirect taxation. They 
pointed out that it could not be the intention to compensate 
Government servants for a rise in prices caused by taxation as 
this would in effect mean that they were escaping their tax 
liability. 

The Gajendragadkar Commission on Dearness Allowance 
had recommended automatic adjustments in the dearness al¬ 
lowance at different Index levels for employees in pay ranges 
going up to Rs. 575 p.m. 

V. Other Allowances 

59. The majority of the Railway staff are governed by the 
Hours of Employment Regulations and are classified as 
“Intensive”, “Continuous”, “Essentially Intermittent” and 
“excluded”. On exceeding the prescribed duty hours, the staff 
in the first three classes is paid over-time at the rate of li times 
the ordinary rate of pay. The staff in the Railway Workshop 
is, however, governed, by the Factories Act and is eligible 
for payment of overtime at twice the rate of pay on exceeding 
the statutory limit of 48 hours a week. 

VI. Death-cum-retirement Benefits 

67. At present, pension is calculated by multiplying the 
average pay drawn during 36 months preceding retirement by 
the number of years of qualifying service (subject to a maximum 
of 30 years) and dividing the result by 80. In the case of the 
higher services, the last pay drawn reckoned for this purpose, 
is limited to Rs, 1800/-. It has been suggested that with the 
raising of the age of retirement to 58, the average length of 
Government service is nearer 35 years. Moreover, it is claimed 
that in the interests of efficiency and integrity, senior Govern¬ 
ment officers should be enabled to live in reasonable comfort 
after retirement. Death-cum-Retirement Gratuity is calcu¬ 
lated at the rate of half a month’s pay for every year of qualify¬ 


ing service subject to a maximum of Rs. 24,000. Demands 
have been made that the rate at which gratuity is calculated 
should be increased and that there should be no maximum 
limit to the amount of gratuity. 

Deductions equivalent to two months’ pay is made from the 
amount of the gratuity towards the Family Pension Scheme. 
The amount of family pension is limited to a maximum 
Rs.150/- per month. 

68. At present temporary or officiating service under Govern¬ 
ment qualifies for pension only if the service is followed without 
interruption by confirmation in the same or another post. It 
has been pointed out that there are cases where employees 
have continued in Government service on a temporary basis for 
several years and may well have retired from service as such 
without being entitled to a pension. 

VII. Conditions of service, Facilities & Amenities 

71. The classification of services received the attention of the 
First and the Second Pay Commissions. The Second Pay 
Commission recommended abolition of the present classifica¬ 
tion in view of the virtual uniformity in the conditions of service 
that prevailed. Suggestions have been made in several memo¬ 
randa that there should be no classification at all or the present 
nomenclature should be changed on the basis of remuneration, 
duties and responsibilities, etc. Some have suggested that 
there should be only two categories-gazetted and non-gazetted, 
w hile others have stated that there should be only different grades 
denoted by levels of pay. 

74. The Second Pay Commission recommended that every 
alternate Saturday should be a holiday, while there should be 
full working on other Saturdays. It was decided, however, that 
only the second Saturday of a month would be a holiday. One 
of the arguments advanced was that the public would be unduly 
inconvenienced if Central Government offices were to observe 
every alternate Saturday as a holiday. 

79. (i) It has been suggested that when Government em¬ 
ployees arrive on transfer, accommodation should be provided 
to them either by requisitioning/hiring a private house (charging 
only the prescribed percentage of pay as rent) or by preferential 
allotment of available Government accommodation. 

(ii) It has also been suggested that Government servants 
should be enabled to continue to live in Government houses 
after their retirement, as they find it difficult to secure alterna¬ 
tive accommodation after retirement. A solution that has 
been suggested is the introduction of a scheme to enable (non- 
transferable) employees quite early in their career to opt for 
purchase of houses (earmarked for the purpose) on a hire-pur¬ 
chase basis. It is understood that some schemes are in opera¬ 
tion in certain private/public sector enterprises for sale of houses 
at subsidised prices to their employees. 

(iii) It has been pointed out as an anomaly that while Govern¬ 
ment charge house rent after taking compensatory (city) allow¬ 
ance into account, this element is ignored while calculating the 
amount of house rent allowance admissible. 

IX. Special Question Relating to Union Territories 

88. Till the end of 1968, the pay and allowances of Govern¬ 
ment employees in Union territories were generally linked to 
those prevailing in the neighbouring State. This principle 
was then modified to the extent that emoluments in the Union 
territories should not exceed those admissible for similar cate¬ 
gories under the Central Government. Later, in March, 1970, 
it was decided to adopt uniformly the Central pattern of pay and 
allowances for all the employees of the Union territories. The 
existing position is that the pay structure of Union territories of 
Delhi, Goa, Daman & Diu and the Islands conforms to the 
Central pattern; Union territories of Pondicherry, Tripura and 
Manipur were given an option to either opt for the Central 
pattern or for the ‘linked’ neighbouring States (Pondicherry 
opted for Central scales and Tripura for the neighbouring State, 
viz. West Bengal). In Himachal Pradesh, the Secretariat staff 
continue on the Central pattern but the non-Secretariat employe¬ 
es, as also the employees of Chandigarh, were given the revised 
Pupjab pay scales. 



OFFICES, ESTABLISHMENTS, ETC. VISITED BY THE 
PAY COMMISSION. 


The Head Post Office, 

New Delhi. 

The Central Trunk Exchange, 

New Delhi. 

The Central Telegraph Office, 

New Delhi. 

The Telecommunication Research Centre, 
New Delhi. 

Power Cabin at Delhi Junction. 

Manual Cabin, 

New Delhi Station. 

Control Office, 

New Delhi Station. 

Assistant Station Master’s Office, 

New Delhi Station. 

Central Ordnance Depot, 

Delhi Cantt. 

505, Army Base Workshop, 

Delhi Cantt. 

Kanchipuram Head Post Office, 

Madras. 

Kanchipuram Telephone Exchange, 
Madras. 

Integral Coach Factory, Perambur, 
Madras. 

No. 23 Equipment Depot, 

(Air Force) Madras. 

No. 8 Base Repair Depot, Avadi, 

Madras. 

Central Excise Collectorate, 

Madras. 

Mail Motor Organisation, 

Madras. 

Regional Telegraph Stores, 

Madras. 

Trunk Automatic Exchange, 

Madras. 

Carrier Station, 

Madras. 

Meenabakkam Air Port, 

Madras. 

Customs House, 

Bombay. 

V.T. Passenger Yard, 

Bombay. 

Wadi Bunder Goods Depot, 

Bombay. 

Bhabha Atomic Research Centre, 
Trombay. 

India Government Mint, 

Bombay. 

Railway Mail Service, 

Delhi. 

Safdarjung Hospital, 

New Delhi. 

Primary Health Centre, Kishanganj, 

Delhi. 

Central Hospital, Northern Railway, 

New Delhi. 

T.V. Centre (A.I.R.), 

New Delhi. 


Delhi Station of A.I.R. 

New Delhi. 

News Services Division (A.I.R.), 

New Delhi. 

External Services Division (A.I.R.), 

New Delhi. 

High Power Transmitter, 

Khanpur. 

High Power Transmitter, Kingsway Camp, 

Delhi. 

Army Hospital, 

Delhi Cantt. 

Government of India Press, Minto Road, 

New Delhi. 

Diesel Locomotive Works, 

Varanasi. 

Mughal Serai Yard, 

Mughal Serai. 

R.M.S. Running Station, 

Allahabad-Kanpur. 

Small Arms Factory, 

Kanpur. 

Defence Research Laboratory (Materials), 
Kanpur. 

No. 1 and No. 4 Base Repair Depots (Air Force), 
Kanpur. 

25, Wing Air Force. 

B.S.F. & C.R.P. Units in Kashmir; 

Military Formation in Kashmir; 

Kargjl, 

Baramula/Baz. 

Defence Metallurgical Research Laboratory, 
Hyderabad. 

Dolphin Nos Lighthouse, 

Visakhapatnam. 

Naval Establishments in Visakhapatnam. 

Training Ship ‘Mekhala’, 

Visakhapatnam, 

Jet Training Wing, 

Hyderabad. 

E.M.E. College, 

Secunderabad. 

National Defence Academy, 

Khadakvasla. 

Air Force Station, 

Poona. 

9, Base Repair Depot, 

Poona. 

Naval Dockyard, 

Bombay. 

Naval Establishments in Bombay. 

Union Territory Secretariat, Panjim, 

Goa. 

Gun and Shell Factory, 

Cossipore, Calcutta. 

Kancharapara Workshop, 

Eastern Railway. 

National Test House, 

Calcutta. 

Directorate of Marine Engineering Training, 
Calcutta. 
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Annex VI 


PROMINENT PUBLIC MEN, ECONOMISTS RETIRED 
GOVERNMENT OFFICIALS ETC. 


Shri S. Bhoothalingam, I.C.S. (Retired). . . _ 

Director General, National Council of Applied Economic 
Research, 

New Delhi, 

Shri B. Sivaraman, I.C.S. (Retired), 
ex-Cabinet Secretary. 

Shri G. Mukharji, 

Director, Indian Institute of Public Administration, 

New Delhi. 

Shri P.L. Tandon, 

Chairman, State Trading Corporation, 

New Delhi. 

Shri K.B. Mathur, 
ex-Chairman, Railway Board. 

Shri N.P. Sen, 

Principal, Administrative Staff College, 

Hyderabad. 

Shri S.N. Mazumdar, I.C.S. (Retired) 

Admiral A.K. Chatterji, 
ex-Chief of Naval Staff. 

General P.P. Kumaramangalam, 
ex-Chief of Army Staff. 

Shri K.R. Damle, 

ex-Chairman, Union Public Service Commission. 

Shri A.K. Chanda, 
ex-Comptroller & Auditor General. 

Prof. B.R. Shenoy, 

Director, Economic Research Centre, 

New Delhi. 

Prof. M.L. Dantwala, 

Head of Department of Economics, University of Bombay, 
Bombay. 

Shri M.C. Bhandari, 

President, Indian Institute of Chartered Accountants of India 
New Delhi. 

Dr. Bharat Ram, 

Delhi Cloth & General Mills Co., Ltd., 

Delhi. 

Shri R. Jagannathan, 

ex-Controller General of Defence Accounts. 

Shri J.G. Bodhe, 

Dr. H.C. Visveswariya, 

Lt. Gen. R.A. Loomba, 

The Institute of Engineers (India), 

Delhi Centre. 

Dr. B.N, Ganguli, 
ex-Vice Chancellor, 

Delhi University. 

Prof. D.T. Lakdawala, 

Sardar Patel Institute of Social Research, 

Ahmedabad. 

Dr. D.S. Kothari, 

Chairman, University Grants Commission, 

New Delhi. 


Shri D.C. Kothari, 

Industrialist, 

Madras. 

Shri G.D. Khandelwal. 
ex-Chairman, Railway Board. 

Shri M.R. Chopra, 

Vice-Chancellor, Roorkee University. 

Prof. V.M. Dandekar, 

Director, Gokhale Institute of Politics and Economics, 
Poona. 

Dr. C.D. Deshmukh, 

President, India International Centre, 

New Delhi. 

Dr. K.L. Wig. 

cx-Director, All India Institute of Medical Sciences, 

New Delhi. 

Col. R.D. Aiyar, 

ex-Director General, Health Services, 

New Delhi. 

Dr. B.P. Pal, 

Director General, Indian Council of Agricultural Research, 
New Delhi. 

Shri A.K. Roy, 

ex-Comptorller & Auditor General, 

Shri T.A. Pai, 

Chairman, Life Insurance Corporation. 

Shri Pran Chopra, Journalist. 

Shri K.T. Chandy, 

Chairman, Hindustan Steel Ltd., 

Ranchi. 

Shri B.N. Lahiri, 
ex-inspector General of Police. 

Shri L.C. Jain, I.C.S. (Retired), 
eX-Secretary (Communications), and Director General, 
Posts & Telegraphs. 

Shri Jagdish Prasad, 
ex-Member, P. &T. Board. 

Rear Admiral Daya Shankar, 
ex-Director General, Ordnance Factories. 

Shri Shanti Prasad, 
ex-inspector General of Police. 

Shri P. Sahai, 

ex-Member, Railway Board. 

Shri M. Dayal, 

ex-Senior Member, P & T. Board. 

Shri B.G. Verghese, 

Editor-in-Chief, Hindustan Times, 

New Delhi. 

Shri V. Shankar, I.C.S. (Retired) 

Dr. K.N. Raj. 

ex-Vice Chancellor, Delhi University, 


1 88 



Annex Vll 


SERVICE ASSOCIATIONS AND REPRESENTATIVES OF GROUPS OF EMPLOYEES 


MINISTRY OF AGRICULTURE 

All India Agricultural Officers’ Association, 

New Delhi. 

Association of Class II Central Service Officers, 

(Research Officers), 

Forest Research Institute & College, 

Dehra Dun. 

Technical Staff Association, 

Forest Research Institute & College, 

Dehra Dun. 

Association of Class I (General) Central Service Officers, 

Forest Research Institute & College, 

Dehra Dun. 

MINISTRY OF COMMUNICATIONS 
Overseas Communications Service Employees Union, 

New Delhi. 

Indian Postal Service Association, 

New Delhi. 

Gazetted Officers Association, 

Overseas Communication Service, 

Bombay. 

Traffic Officers’ Association, 

Overseas Communication Service, 

Bombay. 

Wireless Planning and Co-ordination & Monitoring Organisa¬ 
tion Officers’ Guild, 

New Delhi. 

Posts & Telegraphs Department 

All India Savings Bank Control Employees Union, 

Bombay. 

All India P. & T. Administrative Offices Stenographers’ 
Association, 

Ambala Cantt. 

All India Postal Accountants’ Association, 

Calcutta. 

All India Association of Inspectors and Assistant Superinten¬ 
dents of Post Offices, 

Bangalore. 

Telephone Inspectors Welfare Association, 

Ambala Cantt. 

All India Association of Postal Supervisors (General Line), 
Bangalore. 

All India Telephone Inspectors Welfare Association, 

New Delhi. 

All India Telegraph Traffic Supervisors’ Association, 

New Delhi. 

All India Association of Post Masters (Gazetted and HSG), 
Calcutta, 

National Federation of P. & T. Employees. 

Federation of National P. & T. Organisations, 

New Delhi. 

The P. &T. Mazdoor Union, 

New Delhi. 

Telephone Workers Union, 

Bombay. 


Postal Officers Association, 

New Delhi. 

Telegraph Traffic Officers’ Association, 

New Delhi. 

P. & T. Accounts Officers’ Association, New Delhi. 

Telegraph Engineers Association, New Delhi. 

Telegraph Communication Engineers’ Association (India), 
New Delhi. 

Telecommunication Engineering Officers’ Association, 

New Delhi. 

P. & T. Workshop Engineers Association, 

Calcutta. 

Telecom. Research Centre Scientific Officers (Class I) 
Association, New Delhi. 


MINISTRY OF DEFENCE 

All India Defence Civilian Clerks Association, 

New Delhi. 

All India A.O.C. Clerks Association, 

New Delhi. 

All India Association of Clerical Employees of Ordnance 
Factories, 

Kanpur. 

Armed Forces Film and Photo Division, 

New Delhi. 

A.F.H.Q. Stenographers Association, 

New Delhi. 

Armed Forces Headquarters Civilian Officers’ Association, 
New Delhi. 

A.F.H.Q. Civilian Assistant Staff Officers Association, 

New Delhi. 

Indian Navy Civilian Officers’ Association, 

Bombay. 

Naval Armament Gazetted Officers’ Association, 
Vishakhapatnam. 

All India Air Force Civilian Association, 

New Delhi. 

VayuSena Karamchari Union, 

Kanpur. 

E.M.E. Workshop Officers’ Association, 

New Delhi. 

All India Association of Ordnance Officers Civilian (Direct) 
A.O.C., 

New Delhi. 

Air Force Storekeepers Association (India), 

New Delhi. 

All India E.M.E. Civilian Personnel Association, 
Secunderabad. 

C.O.D. Karamchari Union, 

Kanpur. 

The All India Association of Storekeepers & Assistant Store¬ 
keepers of the A.O.C., 

New Delhi. 
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All India Association of Storekeepers & Storeffien in the Armed 
Forces Medical Services, 

New Delhi. 

Defence Fire Staff Association, 

New Delhi. 

Indian Ordnance Factories Supervisors Association, 

Poona. 

Ammunition Factory Workers’ Union, 

Poona. 

All India Association of the Non-Gazetted Officers of Ordnance 
and Clothing Factories & Inspectorates, 

P.O. Ishapur, Nawabganj, 

24-Parganas (West Bengal). 

Superintendents (B/R, E/M.) Grade I Association Headquarters 
Engineer-in-Chief’s Branch, 

New Delhi. 

All India Association of Civilian Assistant Security 
Officers, 

Poona. 

Southern Region Military Engineer Services (Civilian) Employees 
Union, 

Madras. 

Ordnance Factory Teaching Staff Association, 

Kanpur. 

The All India M.L. & C. Service Staff Association, 
Secunderabad. 

Naval Technical Supervisory Staff Association, 

Bombay. 

Armed Forces Headquarters Drawing Office Association, 
New Delhi. 

All India M.E.S. D’Men Association, New Delhi. 

Association of Scientific Workers (Ordnance Establishments), 
Poona. 

Defence Science Service Officers Association, 

New Delhi. 

Defence Laboratory Workers National Union, 

Hyderabad. 

Military Lands and Cantonments Service Officers'Association, 
Agra. 

Indian National Defence Workers Federation, 

Kanpur. 

All India Defence Employees Federation, 

Poona. 

Military Engineers Services Civilian Officers Association, 
New Delhi. 

Indian Ordnance Factories Officers’ Association, 

Ishapore, P.O. Chapur-Nawabganj (W.B.). 

The Ordnance Factories Service Association, Calcutta. 

Canteen Stores Department (India) Employees Union, CSD(I) E, 
Union, 

Bombay. 


MINISTRY OF EDUCATION & SOCIAL WELFARE 

Botanical Survey of India Employees Association. 

Botanical Survey of India Gazetted Officers’ Association, 
Calcutta. 

Anthropological Survey of India Employees Association, 
Calcutta. 

National Archives of India Gazetted Officers’ 

Association, 

New Delhi. 

Association of Gazetted Officers Technical Education, 

Delhi. 

Central Education Officers’ Service Association, 

New Delhi. 

Gazetteers Unit, 

New Delhi. 


Anthropological Survey of India Gazetted Officers’ Association 
Calcutta. 

Association of Gazetted Officers of Commission for 
Scientific & Technical Terminology and the Central Hindi 
Directorate, 

Delhi. 

MINISTRY OF EXTERNAL AFFAIRS 

Indian Foreign Service Branch (B) (Grade IV, V & VI) 
Association, 

New Delhi. 

Information Service of India Association, 

New Delhi. 

I.F.S. Branch (B) (Gazetted Officers) Association, 

New Delhi. 

Indian Foreign Service Association, 

New Delhi. 

Association of Research Cadre, 

New Delhi. 


MINISTRY OF FINANCE 
Department Of Expenditure 

All India Defence Accounts Association (Central Body), 
Poona. 

Defence Accounts Department S.A.S. Association, 

New Delhi. 

All India Defence Accounts Employees Association, 

Calcutta. 

All India Accounts Officers’ Association (Defence Accounts), 
Poona. 

Industrial Management Pool Officers’ Association, 

New Delhi. 

Indian Defence Accounts Service Association. 

Central Cost Accounts Pool, 

New Delhi. 


Department Of Economic Affairs 

All India National Savings Gazetted Officers’ Association, 
Cochin. 

All India National Savings Employees Association, 
Hyderabad. 

Alipore Mint Staff Association, Alipore. 

The Bombay Mint Staff Union, Bombay. 

India Security Press Staff Union, Nasik Road (Maharashtra). 

India Security Press Mazdoor Sangh, 

Nasik Road (Maharashtra). 

Mint Gazetted Officers’ Association, Bombay. 


Department OF Revenue And Insurance 

Income Tax Employees Federation, 

New Delhi, 

All India Central Excise and Land Customs Ministerial Officers’ 
Federation, 

Madras, 

All India Central Excise and Customs (Class IV) Officers’ 
Federation, 

Arrah (Bihar), 

The Tamil Nadu Income Tax Inspectors Association, 

Madras. 

All India Federation of Central Excise (Class II) Executive 
Officers, Central Excise & Customs, 

New Delhi. 

All India Federation of Central Excise Customs (NG) Executive, 
Officers, 

Calcutta. 

All India Customs Preventive Service, Calcutta. 



AH India Customs Appraising Officers’ Federation, 

Calcutta. 

Indian Customs Service Association, 

New Delhi. 

All India Central Excise Gazetted Officers’ Association, 

New Delhi. 

All India Federation of Income Tax Gazetted Services 
Association, 

New Delhi. 

Central Revenue Chemical Service Association, 

New Delhi. 

All India Customs Employees Federation, 

Calcutta. 

Indian Revenue Service (Income Tax) Service Association, 
New Delhi. 


MINISTRY OF COMMERCE 

Gazetted Officers’ Association of the Office of the Textile 
Commissioner, 

Bombay. 

Textile Commissioner’s Office Staff Association, 

Bombay. 

Import and Export Officers’ Association, New Delhi. 
Commercial Intelligence Union, Calcutta. 


MINISTRY OF HEALTH AND FAMILY PLANNING 

Indian Dental Association, New Delhi. 

Dental Council of India, New Delhi 

Dental Department, 

Willingdon Hospital, 

New Delhi. 

The Trained Nurses Association, 

New Delhi. 

Delhi Nurses Association, 

Delhi. 

C.G.H.S. Dressers Union 
New Delhi. 

Delhi Radiographers Welfare Association, 

Delhi. 

Central Government Health Scheme Pharmacists Association, 
New Delhi. 

National Federation of Pharmacists. 

Delhi. 

All India Government Medical Stores Depot Employees 
Federation, New Delhi. 

Government M.S.D. Officials’ Association, 

Medical Stores Depot, 

Madras. 

All India Government Medical Stores Depot Officials 
Federation, 

Calcutta. 

Association of Physio-Occupational Therapists, New Delhi. 

Central Health Service Doctors Service Association, 

Dhanbad (Bihar). 

Association of Central Health Service Officers, New Delhi. 

Group of Specialists Cadre Officers of Central Health Scheme, 
New Delhi. 

Association of Scientists in Medical and Public Health 
Institutions, 

Delhi. 

Association of Non-Medical Teachers of Indian Medical 
Institutions, 

New Delhi. 

Association of Professorial Staff (Non-Medical), All India 
Institute of Hygience and Public Health, Calcutta. 

Indian Medical Association, 

New Delhi. 


Federation of Associations/Societies of Medical Services, 
New Delhi. 

MINISTRY OF HOME AFFAIRS 

Ad hoc Association of Hindi Teachers (Hindi Teaching 
Scheme), 

New Delhi. 

Assam Rifles Employees’ Association, 

Shillong. 

MINISTRY OF INDUSTRIAL DEVELOPMENT 

Small Scale Industries Development Organisation (On behalf 
of Technical Officers), 

New Delhi. 

Technical Gazetted Officers’ Association, 

New Delhi. 

Association of. Technical Officers of Patent Office, 

Calcutta. 

AH India Salt Employees Union, Jaipur. 

India Salt Service Class II Gazetted Officers’ Association, 

Jaipur. 

Association of Supervisory Technical Officers of the Patent 
Office, 

Calcutta. 

MINISTRY OF INFORMATION AND BROADCASTING 

All India Radio Ministerial Staff Association, 

A.I.R., 

Bombay. 

All India Radio Ministerial Staff Association, 

New Delhi. 

Ail India Radio Stenographers’ Association, 

New Delhi. 

All India Radio (Non-Gazetted) Engineering Employees’ 
Association, 

Lucknow. 

All India Radio Programme Staff Association, 

New Delhi. 

All India Radio Engineers Association, 

New Delhi. 

Listeners’ Research Officers Association, 

New Delhi. 

Central Information Service Association, 

New Delhi. 


MINISTRY OF IRRIGATION AND POWER 

C. W. & P. R. S. Research Assistant Engineers’ Association, 
Poona. 

Association of Research Assistants (Scientists), C. W. & P. R. S. 
Khadakwasla, 

Poona-24. 

Statistical and Scientific Employees Association, C. W. & 


Supervisors’ Association, 

New Delhi. 

Drawing Staff Association, New Delhi. 

Central Water and Power Research Station Engineers Class j 
Association, ' 

Poona. 

The C. W. & P. C. Engineers Class I Association, 

New Delhi. 

C. W. & P. C. Engineers Class II Association, 

New Delhi. 

C. W. & P. R. S. Engineers’ (Class II) Association, 

Central Water and Power Research Station, 

Poona. 

Central Water and Power Research Station 
Scientific Officers’ Association, 

Poona. 
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MINISTRY OF LABOUR AND REHABILITATION 
Officers of National Employment Service. 

Central Staff Association of D. G. E. & T., C. T. I., 

Howrah. 

Association of Central Government Labour Officers, 

Delhi. 

Central Industrial Relations Machinery Officers’ Association, 
New Delhi. 

Association of Director General Factory Advice Service and 
Labour Institutes Gazetted Officers, 

Bombay. 

MINISTRY OF LAW AND JUSTICE 

Central Legal Service Association, 

New Delhi 

Legal and Technical Staff Association, 

New Delhi. 

Income-Tax Appellate Tribunal, 

New Delhi. 

MINISTRY OF PLANNING 

P. E. O. Senior Economic Investigators Association, 

New Delhi. 

P. E. O. (Planning Commission) Economic Investigators 
(Grade II) Association, 

New Delhi. 

The Planning Commission Economic Investigators Association, 
New Delhi. 

MINISTRY OF RAILWAYS 

Railway Board Ministerial Staff Association, 

New Delhi. 

All India Railway Ministerial Staff Association, 

Lucknow. 

All India Train Clerks Council, 

Arkonum. 

All India Train Clerks Association, 

Delhi. 

All India Train Clerks Association, 

Northern Railway, Juhi Yard, 

Kanpur. 

All India Railway Commercial Clerks Association, 

Ajmer. 

All India Railway Commercial Clerks Association, 

Subzi Mandi, Delhi. 

All India Railway Stenographers Association, 

Delhi. 

All India Railway Stenographers Association, 

Madras. 

All India Railway Stenographers Association, 

Hyderabad. 

S. E. Railway Commercial Clerks Outdoor Staff Association, 
Calcutta. 

Western Railway Commercial Inspectors’ Association, 
Ahmedabad. 

S. Railway Welfare Inspectors Forum, 

Palghat, Kerala. 

All India Railway Personnel Inspectors Association, 

New Delhi. 

All India Railway Telephone Operators Association, 

Lucknow. 

All India Railway Saloon Attendants Association, 

New Delhi. 

S. E. Railway Wireless Operating Staff Association, 

Calcutta. 

Railway Telegraph Office, 

Bhusawal, Central Railway, Maharashtra. 

All India Railway Telegraph Staff Council, 

Gorakhpur. 


Southern Railway Switchman Association, 

Dharamnagar, Sealum, Tamil Nadu. 

Northern Railway Shunting and Cabinmen Association, 

Delhi. 

Wagon Movement Inspector, 

Delhi Division (N. Railway), 

Delhi. 

Eastern Railway Transportation Apprentices Association, 
Asansol, Burdwan. 

All India Train Controllers Association, 

Bombay. 

All India Railway Cashiers (Pay Clerks) Association, 

Delhi. 

All India Railway Shroffs Association, 

Delhi. 

Indian Railway Ticket Checking Staff Association, 

New Delhi. 

S. Railway Ticket Checking Staff Union, 

(Olavakkot Division), Coimbatore Junction. 

All India Accounts Stock Verifiers Association, 

Varanasi Branch, D. L. W., 

Varanasi. 

Traffic Inspectors Association, 

N.F Railway, Central Gotanagar, 

P. O. Gauhati. 

Indian Railway Store Keeping Staff Association, 

Liluah, Howrah. 

All India Apprentices and Ex-Apprentices Train Examiners 
(M) Association, Kharagpur Division, 

Kharagpur. 

AU India TXRs Welfare Committee, 

Liluah, Howrah. 

The Indian Railway Scientific Staff Association, 

Ajmer. 

N. F. Railway Legalmen’s Association, 

N. F. Railway, 

Gauhati. 

Railway Legalmen’s Association, 

New Delhi. 

The S. C. Railway Teachers Association, 

Secunderabad. 

Chittaranjan Railway School Teachers’ Association, 
Chittaranjan, Distt. Burdwan (W. B.). 

Post-Graduate Teachers of Railway Mixed-Multipurpose 
High School, 

Tiruchirapalli (S. Railway). 

Foreman and Supervisory Staff, 

Electrical Traction Department, 

Sub-Station Cadre, 

Bombay. 

Shri M. R. Bhadra, 

Office of the District Electrical Engineer (Sub Station), S.E. 
Railway (Electrician), Bilaspur, R.S. (M.P.). 

Distribution Staff Association, 

(Sealdah, Asansol, Dhanbad and Dinapur Traction), 
Asansol. 

All India Railway Teachers Federation, 

Secunderabad. 

Northern Railway Sub-Overseers and Mistries Association, 
Delhi. 

Works Mates Council, 

Kampala P.O., P.O, Saklaspur, 

Mysore. 

S.E. Railway Yard Staff Council, 

Shalimar, S.E. Railway. 

Railway Yard Staff Council, 

Sealdah Division, 

Sealdah. 
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H. Railway Vard Operating Advisory Committee, 

Gauhati. 

Indian Railway S. & T. Staff Association, 

Delhi. 

Shri R. C. Mukherjee, 

Dy. C.T.C.I. Office, N.F. Railway, 

P.O. Katihar, Distt. Purnea, Bihar. 

Indian Railway Bridge Inspectors Association, 

Delhi. 

Indian Railway Engineering Inspectors Association, P.W.I., 
Central Railway, 

Palwal (Gurgaon), Haryana. 

Indian Railway P.W.I. and A.P.W.I.s Association, 

Sealdah, Calcutta-14. 

Indian Railway Drawing Staff Association, 

Delhi. 

Railway Engineering Works Subordinate Association, 
Eastern Railway, 

Calcutta. 

Railway Board Ministerial Staff Association, 
representing Drawing Office Staff, 

New Delhi. 

All India Station Masters Association, 

P. O. Birnagar, 

Distt. Nadia (W. B.). 

Belgaum Branch, S. C. Railway Mazdoor Union, 

Belgaum, Mysore State. 

Shri B. Ramanatha Menon, 

Assistant Station Master, S. E. Railway, 

Khanagad, Cannonore Distt., Kerala State. 

All India Railway Accounts Staff Association, 

Calcutta. 

Accounts Staff Association, 

Northern Railway, 

New Delhi. 

All India Ungraded Railway Accounts Staff Association, 

Delhi. 

Shri T. Ramakrishna Rao, 

Chairman, Ad-hoc Committee, 

D. A. O.’s Office (S. C. Railway), 

Secunderabad. 

Federation of All India SAS (Rlys.) Qualified Staff, 

Delhi. 

N. F. Railways S. A. S. Staff Association, 

Gauhati. 

E. Railway Protection Force Association, 

Howrah. 

Indian Railway Accounts Service Association, 

Madras. 

Western Railways Nurses and Midwives Association, 

Ajmer.' 

Indian Railways Hospital Dressers Association, 

New Delhi, 

Indian Railway X-Ray and Lab. Staff Association, 

N. E. Railway, 

Gorakhpur. 

Western Railway Radiographers Association, 

Bombay-8. 

N. Railway Health Inspectors Association, 

Delhi. 

All India Health Inspectors Association, 

Secunderabad. 

Pharmacists Council of Indian Railways, 

Kota Junction (Rajasthan). 

Southern Railway Pharmacists Welfare Council, 

Madras. 

Indian Railway Traffic Service Association, 

New Delhi. 


I. R. S. T. A. Sub-Unit, Central Railway, 

New Katni Junction. 

Indian Railways Technical Supervisors Association, 

Lucknow. 

Western Railway Press Staff, 

Western Railway, 

Bombay. 

All India Guards Council, 

Nagpur. 

All India Guards Council, 

Ghaziabad (U. P.). 

National Railway Mazdoor Union, 

Bhusawal. 

All India Loco Running Staff Association, 

Abu Road, Rajasthan. 

All India Loco Running Staff, 

Renigunta (A. P.). 

The Federation of Temporary Officers’ 

Association of Indian Railways, 

Delhi. 

Western Railway Temporary Officers’ Association, 

Baroda. 

Central Railway Temporary Officers’ Association, 

Bombay. 

Indian Railway Physio-Therapist (Medical) Association, 
Hyderabad (A. P.). 

Indian Railway Service of Engineers’ Association, 

Secunderabad. 

Indian Railway Service Engineers’ Association, 

New Delhi. 

Association of Indian Railway Service of 
Mechanical Engineers, 

Lucknow. 

Zonal Association of the Officers of the Indian Railway Service 
of Mechanical Engineers, 

Secunderabad. 

Association of I. R. S. M. E. Officers (D. L. W. Branch), 
Varanasi. 

Shri M. M. Bam, 

Director, Mechanical Engineering, 

New Delhi. 

Indian Railway Stores Service, 

Zonal Council, Eastern Railway, 

Calcutta. 

Association of the Officers of the Indian Railway Stores Services, 
Western Railway, 

Bombay. 

Indian Railways Electrical Engineers’ Association, 

Secunderabad. 

Indian Railway Electrical Engineers’ Association, 

Calcutta, 

Indian Railway Signal Engineers’ Association, 

Bombay. 

Indian Railway Signal Engineers’ Association, 

Calcutta Zone, 

Calcutta. 

Railway Medical Officers Association, 

New Delhi. 

Railway Medical Officers* Association, 

Western Railway Zone, 

Bombay. 

Federation of Class I Railway Officers’ Association, 

New Delhi. 

Indian Railways Class II Officers Federation, 

New Delhi. 

Eastern Railway Class II Officers’ Association, 

Calcutta. 
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R. D. S. O. Class II Officers’ Association. 

All India Railwaymen’s Federation, 

New Delhi. 

National Federation of Indian Railwaymen, 

New Delhi. 

Indian Railway Loco Mechanical Staff Association, 

Delhi. 

South Eastern Railway Travelling Inspectors of 
Accounts Association, 

Calcutta. 

All India Railway Junior Supervisors’ Association, 
Howrah. 

MINISTRY OF SHIPPING AND TRANSPORT 

All India Central Government Lighthouses and 
Lightships Staff Federation, 

Quilon (Kerala). 

All India Lighthouse Workshop Staff Association, 
Calcutta. 

The Government Pre-Sea-going Training Ship Employees 
Association, 

Calcutta. 

Lighthouse Engineers’ Association, 

Calcutta. 

Merchant Navy.Training Officers’ Association, 

Bombay. 

The Academic Staff Association, 

Training Ship ‘Dufferin’, 

Bombay. 

Government of India Marine Surveyors’ Association, 
Bombay. 

The Central Services (Roads) Class I Direct Recruits 
Association, 

New Delhi. 

Shri N. S. Ramaswami, 

Chief Engineer (Bridges), Road Wing, 

New Delhi. 

Class I Officers (Direct Recruits) Association, 

Roads Wing, 

New Delhi. 


MINISTRY OF STEEL AND MINES 

Geological Survey of India Employees Association, 
Hyderabad. 

Indian Bureau of Mines Scientific Officers’ Association, 
Nagpur. 

Technical Officers’ Association, 

Geological Survey of India, 

Calcutta. 

Geological Survey of India Scientific Officers’ Association, 
Hyderabad. 

Association of Geophysicists, 

Geological Survey of India and 
Airborne Mineral Survey and Exploration, 

New Delhi. 


MINISTRY OF TOURISM & CIVIL AVIATION 

India Meteorological Department (Non-Gazetted) 

Staff Union, 

New Delhi. 

Air Traffic Controllers’ Guild, 

Calcutta. 

Air Traffic Controllers’ Guild, 

Madras. 

India Meteorological Department Gazetted Officers' 
Association, 

New Delhi. 


Civil Aviation Department Communicators Guild, 

New Delhi. 

Civil Aviation Department Gazetted Officers’ Association, 
New Delhi. 

India Meteorological Workshops’ Union, 

New Delhi. 

Association of Tourist Officers of the 
Government of India, 

New Delhi. 

Avionic Engineers’ Guild, 

New Delhi. 

Civil Aviation Department Employees Union. 

New Delhi. 


MINISTRY OF WORKS AND HOUSING 

Government of India Press Clerks’ Union. 

Clerks’ Association, 

Government of India Press, 

Simla. 

C.P.W.D. (Subordinate) Stenographers’ Association, 

New Delhi. 

Architectural Draftsmen Association, 

C. P. W. D., 

New Delhi. 

Drawing Staff Association, 

Town and Country Planning Organisation, 

New Delhi. 

Engineering Drawing Staff Association, 

C. P. W. D., 

New Delhi. 

C. P. W. D. Non-Gazetted Office Staff Association, 

Northern Zone, 

New Delhi. 

Non-Technical Class I and.II Officers’ Association, 
(Subordinate Offices), Government of India 
Printing and Stationery Department, 

Calcutta. 

Town and Country Planners’ Association, 

New Delhi. 

All India Official Architects Association, 

New Delhi. 

C. P. W. D. Architects Association, 

New Delhi. 

Central Engineering Service/Central Electrical Engineering 
Service Class II Direct Recruits’ Association, 

C. P. W. D„ 

New Delhi. 

National Federation ~of India 
Printing and Stationery Department Employees, 

New Delhi. 

Rajkiya Press Mazdoor Sangh, 

Government of India Press, 

Aligarh. 

National Federation of India Press Workers, 

New Delhi. 

Government of India Press Workers’ Union, 

Coimbatore. 

Central Engineering Services Class I 
Direct Recruits Association, 

C. P. W. D„ 

New Delhi, 

C.P.W.D. Engineers Association, 

New Delhi. 


DEPARTMENT OF ATOMIC ENERGY 

Non-Gazetted Staff Association, 

Bhabha Atomic Research Station, 

Bombay. 



Bhabha AtomicResearch Centre Officers’ Association, 
Bombay, 

DEPARTMENT OF COMPANY AFFAIRS 

Company Law Board Association, 

New Delhi. 

DEPARTMENT OF CULTURE 

National Museum Officers’ Association, 

New Delhi. 

National Library Employees’ Association, 

Calcutta. 

Government of India Libraries Association, 

New Delhi. 

Indian Library Association, 

Delhi. 

Archaeological Survey Officers’ Association, 

Museum Branch, 

Calcutta. 

All India Archaeological Service Association, 

Hyderabad. 

DEPARTMENT OF SCIENCE AND TECHNOLOGY 

Class HI Services Association, 

Survey of India, 

Dehradun. 

Ministerial Staff Association, 

Survey of India Office, 

Dehradun. 

Surveyors’ Association, 

Survey of India, 

Dehradun. 

Zoological Survey of India Employees’ Association, 
Calcutta. 

Zoological Survey of India Gazetted Officers’ Association, 
Calcutta. 

Survey of India Karamchari Class IV Union, 

Dehradun. 

Survey of India Class II Service Association, 

Dehradun. 

Association of Civilian Class I Officers, 

Survey of India, 

Dehradun. 

DEPARTMENT OF SUPPLY 

Officers’ Association (D G.S. & D.), 

New Delhi. 

Association of Scientific Assistants, 

National Test House, 

Calcutta. 

The Directorate of Supplies (Tax) Bombay 
Non-Gazetted Officers’ Association, 

Bombay. 

The Directorate of Supplies and Disposals 
Non-Gazetted Staff Association, 

Bombay, 

Directorate of Inspection Staff Association, 

Bombay, 

cabinet secretariat 

Department of Personnel 

Central Government Clerks’ Union, 

New Delhi. 

Central Secretariat Service Grade IV 
(Direct Recruits) Association, 

New Delhi. 

Central Secretariat Assistants' Association, 

New Delhi. 


Central Government Staff Car Drivers’ Association, 
Madras. 

Central Secretariat Stenographers Service Association, 
New Delhi. 

Central Secretariat Stenographers Service 
(Gazetted Officers) Association, 

New Delhi. 

Central Government Class IV Employees Association, 
New Delhi. 

Central Government Economic and Statistical 
Class II Officers Association, 

New Delhi. 

Central Secretariat Service 
(Direct Recruits—Gazetted) Association, 

New Delhi. 

Central Secretariat Service (Grade I) Association, 

New Delhi. 

Central Secretariat Service Section Officers 
(Departmental Examination Category) Association, 
New Delhi. 

Central Secretariat Service Grade III 
Section Officers Association, 

New Delhi. 

Indian Economic Service Association, 

New Delhi. 

Indian Statistical Service Association, 

New Delhi. 


Department of Statistics 

All India Association of Assistant Superintendents and 
Inspectors (S. E,)„ 

National Sample Survey. 

All India Association of Investigators, 

Mayuram, Tamil Nadu. 

All India Association of Assistant Superintendents and 
Computers (AS), National Sample Survey, 

Faridabad. 

All India National Sample Survey Assistant Superintendents 
and Computers (IS) Association, 

Kanpur. 


UNION TERRITORIES 

Delhi School Teachers Association, 

Delhi. 

Government School Teachers’ Association, 

New Delhi. 

Government Schools Post-Graduate Teachers Club. 
Delhi. 

Government Schools Principals’ Association, 

New Delhi. 

Educational Officers’ Association, 

Directorate of Education, Delhi Administration, 
Delhi. 

Patwaris and Kanoongos Association, 

Delhi. 

DANI Civil Service Association, 

Delhi. 

Delhi Administration Officers’ Association. 

Delhi. 

Civil and Sessions Courts Employees’ Association. 
Delhi. 

Federation of N. E. F. A. Employees Association. 
Shillong. 

Goa Government Employees Association. 
Association of Engineers, Goa. 

Association of Government Secondary Teachers, 
Goa. 
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Goa Medical College Staff Society. 

U.T. Administration officials, 

Goa. 

Andaman and Nicobar Government Employees and Workers’ 
Federation and Non-Gazetted Officers’ Association, Andaman 
and Nicobar Islands, 

Port Blair. 

Andaman and Nicobar Government Employees (Non-Gazetted) 
Association and Andaman and Nicobar Government 
Employees Association, 

Port Blair. 

Laccadive, Minicoy and Amindiv Islands Non-Gazetted 
Officers Association, 

Kavarathi Islands. 

Andaman Trade Unions, 

Port Blair. 

The Engineering Subordinate Welfare Association, 

Andaman and Nicobar Islands, 

Port Blair. 

The Pondicherry Non-Gazetted Government Officers* Union, 
Pondicherry. 

Pondicherry Secretariat Non-Gazetted Officers’ Association. 


ALL INDIA SERVICES 

Indian Police Service (Central) Association, 

New Delhi. 

Indian Civil and Administrative Service (Central) Association, 
New Delhi. 

Indian Forest Service Association, 

New Delhi. 

AUDIT AND ACCOUNTS DEPARTMENT 

All India Federation of Divisional Accountants, 

Calcutta. 

All India S. A. S. Association. 

Allahabad. 


All India Non-Gazetted Audit and Accounts Association, 
New Delhi. 

All India Association of Accounts/Audit Officers of 
I. A. & A. Department, 

Jaipur. 

Indian Audit and Accounts Service Association, 

New Delhi. 


OTHERS 

Confederation of Central Government Employees and Workers, 
New Delhi. 

All India Confederation of Central Government Officers’ 
Association, 

New Delhi. 

All India Federation of Engineering Service Association, 

New Delhi. 


ALL INDIA LABOUR UNIONS 

All India Trade Union Congress, New Delhi 
Shri Satish Loomba 
Shri S. Madhusudan 

Centre of India Trade Unions, Calcutta 
Shri P. Ramamurti 
Shri Mohd. Ismail, M. P. 

Shri Samar Mukerjee 
Shri M. K. Pandhe 

Hind Mazdoor Sabha, Bombay 
Shri Mahesh Desai 
Shri Natwar Shah 
Shri Umraomal Purohit 
Shri G. V. Raghavan 

Indian National Trade Union Congress, New Delhi 
Shri G. Ramanujam 
Shri R. K. Malviya 
Shri H. D. Mukerjee 
Shri R. L. Thakar 



Annex VIII 


GOVERNMENT OFFICIALS 


MINISTRY OF FINANCE 

(1) Department of Expenditure and Revenue and 
Insurance 

Sfari B. D. Pande, 

Finance Secretary. 

Shri M. R. Yardi, 

Secretary (Expenditure) 

Shri lasjit Singh, 

Chairman, 

Central Board of Central Excise & Customs. 

Shri R. D. Shah, 

Chairman, 

Central Board of Direct Taxes. 

Shri A. Rajagopalan, 

O. S. D. & Ex-officio Additional Secretary (Insurance). 
Shri D. S. Nakra, 

Financial Adviser (Defence Services). 

Shri S. G. Dube, 

Additional Financial Adviser. 

Shri P. C. Bhattacharya, 

Controller General of Defence Accounts. 

Shri J. M. Lalvani, 

Joint Secretary (Personnel). 

(2) Department of Economic Affairs 

Dr. I. G. Patel, 

Secretary. 

Shri Ashok Mitre, 

Chief Economic Adviser. 

(3) Department of Banking 

Shri A. Baksi, 

Secretary. 

Shri M. G. Balasubramanian, 

Joint Secretary. 

MINISTRY OF LABOUR & REHABILITATION 

Shri P. M. Nayak, 

Secretary. 

Shri R. Ananthakrishna, 

Joint Secretary. 

Shri N. P. Dubey, 

Joint Secretary. 

Shri Ishwar Chandra, 

Director General (Employment and Training) 

MINISTRY OF TOURISM & CIVIL AVIATION 

ShriN.Sahgal, 

Secretary. 

Shri P. Koteswaram, 

Director General, Observatories. 

Shri G. C. Arya, 

Director General, Civil Aviation. 

Shri Ramamritham, 

Deputy Director General, Civil Aviation. 


Shri B. N. Raman, 

Director General, Tourism. 

MINISTRY OF STEEL & MINES 

Shri N. Subrahmanyam, 

Secretary. 

Shri T. N. Lakshminarayanan, 

Joint Secretary. 

MINISTRY OF COMMERCE 

Shri H. Lai, 

Secretary. 

Shri Y. T. Shah, 

Additional Secretary. 

Shri K. Kishore, 

Taxtile Commissioner. 

Shri B. D. Kumar, 

Joint Secretary. 

MINISTRY OF HOME AFFAIRS 

Shri Govind Narain, 

Home Secretary. 

Shri M. G. Pimputkar, 

Special Secretary, 

Union Territories. 

Shri M. Gopal Menon, 

Additional Secretary, 

Department of Administrative Reforms. 

Shri B. Venkataraman, 

Joint Secretary. 

Heads of Police Organisations 

Shri A. Jayaram. 

Director, Intelligence Bureau. 

Shri K. F. Rustamji, 

Director General, 

Border Security Force. 

Shri Imdad Ali, 

Director General, 

Central Reserve Police. 

Shri B. Chatterjee, 

Director General, 

Indo-Tibetan Border Police. 


CABINET SECRETARIAT 

Shri T. Swaminathan, 

Cabinet Secretary. 

Shri P. K. J. Menon, 

Secretary, 

Department of Personnel. 

Shri Uma Shankar, 

Joint Secretary. 

Miss R. Anna George, 

Joint Secretary. 
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Shri D. Sen, 

Director, C. B. I. & I. G. P. , SPE., 

Central Bureau of Investigation. 

MINISTRY OF INDUSTRIAL DEVELOPMENT 

Shri B. B. Lai, 

Secretary. 

Shri R. K. Talwar, 

Joint Secretary. 

MINISTRY OF PETROLEUM & CHEMICALS 

Shri B. Mukerji, 

Secretary. 

MINISTRY OF INFORMATION & BROADCASTING 

Shri R. C. Dutt, 

Secretary. 

Shri B. K. Rao, 

Deputy Director General, A. I.R. 

Shri Mushair Ahmed, 

Controller of Films. 


MINISTRY OF DEFENCE 

Shri K. B. Lall, 

Defence Secretary. 

Shri G. L. Sheth, 

Secretary, 

Department of Defence Production. 

Shri Satish Chandra, 

Secretary, 

Department of Defence Supplies. 

Dr. B. D. Nag Chaudhuri, 

Scientific Adviser to Defence Minister. 

Shri S. K. Mukherjee, 

Additional Secretary. 

Shri R. M. Mazumdar, 

Director General, Ordnance Factories. 

Lt. Gen. S. N. Chatterji, 

Director General, 

Armed Forces Medical Services. 

Maj. Gen. R. G. Williams, 

Director General (Inspection). 

Army Headquarters 

Gen. S. H. F. J. Manekshaw, M. C. 

Chief of the Army Staff, 

Army Headquarters. 

Lt. Gen. H. K. Sibal, 

Adjutant General. 

Lt. Gen. K. N. Dubey, PVSM, 

Master General (Ordnance) 

Lt. Gen. B. N. Das. 

Engi neer-in-Chief. 

Maj. Gen. S. K. Sinha, 

Deputy Adjutant General. 

Naval Headquarters 

Admiral S. M. Nanda, PVSM, 

Chief of the Naval Staff, 

Naval Headquarters. 

Rear Admiral S. J. Lalkaka, 

Chief of Logistics (Navy). 

Rear Admiral R. N. Batra, 

Chief of Personnel (Naval) 

Rear Admiral Krishan Dev 

Cap. R. C. Bhatnagar, 

Director, 

Pay Commission Cell (Navy). 


Air Headquarters 

Air Chief Marshal P. C. Lai, DFC, 

Chief of the Air Staff, 

Air Headquarters. 

Air Vice Marshal T. S. Virk, PVSM, 

Air Officer-in-charge (Admn.). 

Air Commodore H. R. Chitnis, 

Director, Pay Commission Cell, 

Air Headquarters. 

MINISTRY OF IRRIGATION & POWER 

Shri B. P. Patel, 

Secretary. 

Dr. A. S. Sharma, 

Joint Secretary. 

MINISTRY OF COMMUNICATIONS 

Shri N. V. Shenoi, 

Secretary. 

Shri L. K. Narayanaswamy, 

Special Secretary. 

Shri D. N. Ramchandani, 

Member (Adm.), P & T Board. 

Shri K. L. Bhola, 

Member, P & T Board. 

Shri Rama Kant, 

Deputy Director General. 

MINISTRY OF LAW & JUSTICE 

Shri R. S. Gae, 

Secretary. 

MINISTRY OF EXTERNAL AFFAIRS 

Shri T. N. Kaul, 

Foreign Secretary. 

Shri Avtar Singh, 

Additional Secretary. 

MINISTRY OF WORKS & HOUSING 

Shri P. C. Mathew, 

Secretary. 

Shri Kartar Singh, 

Joint Secretary. 

Shri S. Chaudhuri, 

Joint Secretary. 

Shri O. Muthachen, 

Engineer-in-Chief (CPWD). 

Shri P. K. Sen, 

Chief Controller of Printing & Stationery. 

MINISTRY OF HEALTH & FAMILY PLANNING 

Shri K. K. Das, 

Secretary. 

Shri R. N. Madhok, 

Additional Secretary. 

Shri A. B. Malik, 

Joint Secretary. 

Dr. J. B. Srivastava, 

Director General of Health Services. 

MINISTRY OF AGRICULTURE 

Shri T. P. Singh, 

Secretary. 

Dr. M. S. Swaminathan, 

Director General, 

Indian Council of Agricultural Research. 

Shri K. P. A. Menon, 

Secretary, 

IndEap',£ouncil of Agricultural Research. 
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MINISTRY OF RAILWAYS 

„ Shri B. S. D. Baliga, 

Chairman, Railway Board. 

Shri K. S. Sundara Rajan, 

Financial Commissioner. 

Shri H. M. Chatterjee, 

Member (Mechanical). 

Shri B. M. Kaul, 

Member (Transportation). 

Shri M. N. Bery, 

Member (Staff). 

MINISTRY OF SHIPPING & TRANSPORT 

Shri G. C. Baveja, 

Joint Secretary. 

Shri K. Sivaraj, 

Joint Secretary. 

Shri N. R. Reddy, 

Joint Secretary & Chief Controller of Chartering. 

Shri R. Doraiswamy, 

Director General, Shipping. 

Commodore G. S. Kapoor, 

Director General, 

Lighthouses and Lightships. 

MINISTRY OF EDUCATION & SOCIAL WELFARE 

Shri Triveni Prasad Singh, 

Secretary. 


COMPTROLLER & AUDITOR GENERAL OF INDIA 

Shri S. Ranganathan, 

Comptroller & Auditor General. 


Shri A. K. Mukherjee, 

Deputy Comptroller & Auditor General. 

PLANNING COMMISSION 

Shri A. Mitra, 

Secretary. 

UNION PUBLIC SERVICE COMMISSION 

Shri R. C. S. Sarkar, 

Chairman. 

Shri Rajendra Lai, 

Secretary. 

DEPARTMENT OF ATOMIC ENERGY 

Dr. H. N. Sethna, 

Secretary. 

Shri M. A. Hardi, 

Joint Secretary. 

Shri S. V. Kulkarni, 

Controller. 

DEPARTMENT OF SCIENCE & TECHNOLOGY 

Shri A. J. Kidwai, 

Secretary. 

CENTRAL WATER & POWER COMMISSION 

Shri S. K. Jain, 

Chairman. 

PRIME MINISTER’S SECRETARIAT 
Shri P. N. Haksar, 

Principal Secretary to the Prime Minister. 


1M Of Finance/73—10,000—9-4-73—GIPF. 






